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______________________________________________________________________________ 
The purposes of this research were: 1) To describe and analyze the source to get international 
managers. 2) To describe the challenges that could face the international managers. 3) To 
describe the responsibilities of human resource management in international companies. 4) To 
describe how companies manage international assignments employees and their families.  5) 
Adjustment to select the right person for foreign assignment. This research (research type) has 
been adopted on qualitative style. The data were collected through interviews with international 
managers in the city of Misurata. In the meeting with the international managers they answered 
few questions I give them related to the research. Results obtained there were some problems 
about the culture, climate and language and issues related to the family also. After the passage of 
time the international managers acclimate automatically when he/she learns the language and 
culture. The international companies must qualify for an international manager before leaving to 
another country, Training courses, Language courses and knowledge of nature and culture and 
how to deal with other nationalities.  
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1.1 Background of Study  
When the world entered the 21st century, globalization went on the stage to perform the 
drama of marketing globalization. Companies hurried to go abroad in order to gain more profit 
from customers all over the world, expanding themselves to have more market share, and 
learning experiences from other multinational companies. The market is now defined as the 
global market, which shares the customers from all over the world. The market globalization is 
bringing the multinational enterprises much more opportunities and profit, but also bringing 
them much fierce competition. 
In the fierce competition environment, the international companies that do everything they 
can do to survive in the battle have to promote and strengthen themselves internally as the first 
step. For the vast majority of organizations, the cost of the people who do the work is the largest 
single item of operating costs that can be controlled and adapted to circumstances. Increasingly, 
in the modern world the capabilities and the knowledge incorporated in an organization’s human 
resource management are the key to success. On both the cost and benefits sides of the equation, 
human resource management is crucial to survival, performance and success of an enterprise, 
[Brewster, 2002: 126]. Just like a troop, only when the soldiers do the best, can the troop have 
the best possibilities to win the battle. To the point of internal promotion, human resource 
management plays the main role in management, because nothing can be done without human 
resources, and talented people who do the best can do in the right position give wings to the 
company in the international competition. Further, the human resource management of foreign 
subsidiaries or foreign joint ventures becomes the key of international human resource 
management for international enterprises. Unfortunately, the parent company or expatriates have 
not done very well in this part of management: when entering into a foreign country, the culture 
differences have shown in every aspect of doing international business, ignoring culture 
differences has cost a lot for a multinational enterprise, which lead to failure in competition. 
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It is noted in recent decades, the growing importance of the human element of any 
organization, whether doing business domestically or internationally, even the human element 
and the magnitude of knowledge and qualification of one of the pillars of evaluating companies 
after it was evaluated limited to the financial aspects become, and the human element is capable 
of exploiting the various other elements of optimal exploitation. While recognizing the 
importance of the human element, we cannot overlook the impact of the environment on this 
race, we can say that the environment a key role in the success of the director in the performance 
of his duties. 
Hence the importance of attention to international managers, a person who works in the 
management of the organization in the country may not work in his administration a similar 
organization in another country, because of the different effects of the environment. 
 Human resource management is particularly important in international organizations because: 
 Widening the geographical area that must be managed, which requires manpower at a 
high level of efficiency can make important key decisions in isolation from senior 
management. 
 Different social, economic and political systems in areas where facilities operates. 
 Increased investment risks in the international environment. 
I will study on the problems faced by international managers in the city of Misurata, to find out 
the reasons and the discovery of the common problems they face in the other country. 
 
1.2 ResearchProblems: 
1. What are the Sources to get international managers? 
2. What Challenges that managers face? 
3. What Human resource management responsibilities in international companies? 
4. How Managing international assignments for the manager family?  




1.3 Research Objectives: 
1. To describe and analyze the source to get international managers. 
2. To describe the challenges that managers face. 
3. The responsibilities of HRM in International companies. 
4. Managing International assignments forthe manager’sfamilies.  
5. Select the right person for foreign assignment. 
 
1.4 Research contribution  
What an HR manager does in a multinational corporation varies from firm to firm. It also 
depends on whether the manager is located in a global corporation’s headquarters or onsite in a 
foreign subsidiary. 
What is IHRM? Actually, it is not easy to provide a precise definition of international human 
resource management (IHRM) because the mission of an HR manger in a multinational 
corporation (MNC) varies on a large scale. Generally speaking, IHRM is the effective utilization 
of human resources in a corporation in an international environment. 
The term IHRM in most studies has traditionally focused on the area of expatriation 
(Brewster and Harris, 2002). 
Broadly defined, international human resource management (IHRM) is the process of 
procuring, allocating, and effectively utilizing human resources in a multinational corporation. If 
the MNC is simply exporting its products, with only a few small offices in foreign locations, then 
the task of the international HR manager is relatively simple. However, in global firms human 
resource managers must achieve two somewhat conflicting strategic objectives. First, they must 
integrate human resource policies and practices across a number of subsidiaries in different 
countries so that overall corporate objectives can be achieved. At the same time, the approach to 
HRM must be sufficiently flexible to allow for significant differences in the type of HR policies 
and practices that are most effective in different business and cultural settings. 
This problem of balancing integration (control and coordination from HQ) and differentiation 
(flexibility in policies and practices at the local subsidiary level) have long been acknowledged 
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as common dilemmas facing HR and other functional managers in global corporations. Although 
some argue that IHRM is not unlike HRM in a domestic setting, others point out that thereare 
significant differences. Specifically compared with domestic HRM, IHRM (I) encompasses more 
functions, (2) has more heterogeneous functions, (3) involves constantly changing perspectives, 
(4) requires more involvement in employees’ personal lives, (5) is influenced by more external 
sources, and (6) involves a greater level of risk than typical domestic HRM. 
When compared with domestic human resource management, IHRM requires a much broader 
perspective on even the most common HR activities. This is particularly so for HR managers 
operating from a MNC’s headquarters (HQ). The number and variety of IHRM activities are 
daunting. International HR managers must deal with issues as varied as international taxation; 
international relocation and orientation; various other administrative services for expatriates; 
selecting, training and appraising local and international employees; and managing relations with 
host governments in a number of countries around the world. 
Even when dealing with one particular HR function area such as compensation, the 
international HR manager is faced with a great variety of national and international pay issues. 
For example, while dealing with pay issues, the HQ-based HR manager must coordinate pay 
systems in different countries with different currencies that may change in relative value to one 
another over time. An American expatriate in Tokyo who receives a salary of $100,000 may 
suddenly find the buying power of that salary dramatically diminished if the Japanese yen 
strengthens in value relative to the US dollar. A US dollar purchased 248 yen in 1985, but less 
than 110 yen in 2000. 
In the case of fringe benefits provided to host company employees, some interesting 
complications might arise. For instance, it is common in the United States to provide health 
insurance benefits to employees and the employee’s family, which usually means spouse and 
children. In some countries however, the term “family” may include a more extended group of 
relatives—multiple spouses, aunts, uncles, grandparents, nephews, and nieces. How does the 
firm’s benefit plan deal with these different definitions of family? 
A final aspect of the broader scope of IHRM is that the HQ-based manager deals with 
employee groups that have different cultural backgrounds. The HQ manager must coordinate 
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policies and procedures to manage expatriates from the firm’s home country (parent country 
nationals, PNCs), host-country nationals (HCNs), as well as third country nationals (TCNs, e.g. a 
French manager working for an American MNC in the firm’s Nigerian subsidiary) in 
subsidiaries around the world. 
Although such issues are important for the HQ-based manager, they are also relevant to the 
HR manager located in a subsidiary. This manager must develop HR systems that are not only 
acceptable to the host country but also compatible with company-wide systems being developed 
by his or her HQ-based counterpart. These policies and practices must effectively balance the 
needs and desires of local employees, PCNs and TCNs. 
It is at the subsidiary level that the increased involvement of IHRM in the personal lives of 
employees becomes particularly apparent. It is not unusual for subsidiary HR managers to be 
involved in arranging housing, healthcare, transportation, education, and recreation activities for 
expatriate and local staff. 
IHRM activities are also influenced by a greater number of external forces than are domestic 
HR activities. The HQ-based manager may have to set equal employment opportunity (EEO) 
policies that meet the legal requirements of both the home country and a number of host 
countries. Because of the visibility that foreign firms tend to have in host countries (especially in 
developing countries), subsidiary HR managers may have to deal with ministers, other political 
figures, and a great variety of social and economic interest groups than would normally be 










LITARETURE REVIEW  
 
2.1 Introduction  
In a global context, the management and development of people inevitably lead to 
considerations of diversity and related challenges. Bartlett and Goshal(1990) discuss the 
challenges facing organizations which are intending to work effectively across borders. They 
identify the major challenges as being able to develop practices which balance global 
competitiveness, multinational flexibility and the building of a worldwide learning capability. 
They maintain that achieving this balance will require organizations to develop the cultural 
sensitivity and ability to manage and leverage learning to build future capabilities. 
Turning to the topic of team working there is mounting evidence and opinion that this 
represents the most effective framework for achieving performance goals in organizations 
requiring greater fluidity and flexibility in responding rapidly to market challenges and 
opportunities. Senge in looking at the dynamics involved in organizational learning and 
competitive success highlights the key role of effective teamworking. More recently Fisher et al.  
have produced evidence which demonstrated, in a commercial rather than "classroom" setting, 
that diversity of team types within a team (using Belbin team roles as a framework) leads to 
more effective performance. 
For global organizations there is an increasing needs to get groups of managers from 
different nationalities to work together effectively either as enduring management teams or to 
resource specific projects addressing key business issues. 
Many organizations have found that bringing such groups of managers together can be 
problematic and performance is not always at the level required or expected. 
In addressing the issues relating to developing effective international management teams it 
appears that the following areas should be considered: 
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 Identifying the nature and implications of national cultural differences within the team. 
 Establishing a basis for building understanding and awareness of cultural differences and 
how they may be managed. 
 Formulating a framework for developing a high performing team which takes account of 
cultural differences and leverages the diversity present in an international team. 
This article sets out to explore each of these areas and propose an overall framework for 
building international management teams. 
The nature and impact of national cultural differencesIt is useful to identify clear framework 
for analyzing and understanding national cultural differences. Such frameworks have been 
developed by researchers and consultants such as Hofstede and Trompenaars. While the 
respective merits and drawbacks of different frameworks are widely discussed, I feel that use of 
one framework is helpful to illustrate the major issues which need to be considered. For this 
purpose I have selected Hofstede's basic model. 
In his original work Hofstede(1980) identified four key dimensions which impact on natural 
cultural differences. These are: 
 Individualism/collectivism: This dimension reflects the extent to which individual’s 
value self-determination as opposed to their behavior being determined by the collective 
will of a group or organization. 
 Power-distance: At the core of this dimension lies the question of involvement in 
decision making. In low power-distance cultures, employees seek involvement and have 
a desire for a participative management style. At the other end of this scale, employees 
tend to work and behave in a particular way because they accept that they will be directed 
to do so by the hierarchy or the organization. 
 Uncertainty avoidance: This dimension is concerned with employees' tolerance of 
ambiguity or uncertainty in their working environment. In cultures which have a high 
uncertainty avoidance, employees will look for clearly defined, formal rules and 
conventions governing their behavior. 
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 Masculinity/femininity: This is possibly the most difficult dimension to use in an 
organization context. In practice, the difficulty is more to do with terminology and 
linguistics, in Hofstede's work the dimension related to values. In highly "masculine 
cultures" dominant values relate to assertiveness and material acquisition. In highly 
"feminine cultures" values focus on relationship among people, concern for others and 
quality of life. 
The results of Hofstede's research are frequently borne out and reinforced by practical 
experience of multinationals seeking to implement global HR policies. 
Higgs and Phelps (1994) undertook research into Japanese financial organizations operating 
in UK markets and their findings showed evidence of practical experience which was explicable 
in terms of Hofstede's framework. In practice this has significant implications for the 
development of international management teams. 
Using this framework it is possible to identify differences in responses to management styles, 
organizational preferences and motivation patterns. Table 1 illustrated some differences which 
can impact on the way in which managers from different cultures may behave and perform in a 
team. The table illustrated differences on the Hofstede dimension of uncertainty avoidance. From 
this it would appear likely that, for example, a UK member (low uncertainty avoidance) and 
Japanese member (high uncertainty avoidance) of a management team would have significant 
differences in their initial perceptions and expectations of both team purposes and processes. 
From this brief illustration it is, hopefully, evident that in order to develop effective 
international management teams it is necessary to create an environment which both 







2.2 Valuing diversity 
All too often multinationals see the cultural diversity within their operations as an area of 
difficulty rather than as an opportunity to build competitive advantage. This point is well 
illustrated by an exercise in the early 1980s carried out by Laurent and Adler . International 
executives attending management seminars in France were asked to list the advantages and 
disadvantages of cultural diversity for their organizations. While 100 percent of participants were 
able to identify disadvantages less than 30 percent could identify any advantage. 
Table I Apparent of organizations to develop managers  
Low uncertainty avoidance High uncertainty avoidance 
Achievement Security 
Leader as facilitator Leader as expert 
Minimum rules Emotional need for rules 
Open-ended learning Structured learning 
Source: Higgs (1994) 
Frequently understanding the nature and value of cultural diversity is not well embedded 
within company thinking and practice. In many ways thinking in this area has not developed in 
line with the trend to globalization. In an article in the Financial Times in April 1995 Houlder 
commented on Table I. what is important the apparent of organizations to develop managers with 
cross border capabilities; in that article Daive McGill of BP points out that: 
Making someone aware of cultural diversity is something that has to start at day one 
when they join the company. 
It may well be that effective performance of international management teams is as much 
to do with the values of multinationals as with the development processes. Adlerprovides come 
evidence for this in her analysis of organizational strategies for managing cultural diversity. This 





However, it is important not only to understand differences between cultures. It is essential to 
identify the potential advantages and disadvantages likely to be brought to a team by managers 
of different cultures.Table II, drawing from Hofstede's work, provides one illustration of 
comparative cultural competitive strengths.Power Distance index (PDI)The extent to which the 
less powerful people accept and expect power to be distributed unequally Individualism v 
Collectivism (IDV)Individualism is about the degree to which people look after themselves and 
immediate family only rather than belonging to in-groups who look after them in exchange for 
loyaltyMasculinity v Femininity (MAS)The dominant values are achievement and success v 
feminine where dominant values are caring for others and empathyUncertainty Avoidance index 
(UAI)The extent to which people feel threatened by uncertainty and ambiguity and try to avoid 
such situationsLong Term v Short Term orientation (LTO)The extent to which society shows a 
pragmatic future oriented perspective rather than a conventional historical or short term point of 
view 
Table II. Competitive advantages to organizations of different national cultural profiles 
Power distance (low) Power distance (high) 
Acceptance of responsibility enables faster 
decision making 
Discipline enables great execution 
Open & challenging environment enables ideas 
and solutions 
Strong direction enables organisational focus 
Collectivism Individualism 
Employee commitment enables retention of 
people & knowledge 
Individual flexibility enables optimisation of 
resources 
Existence of group norms enables 
implementation of common ‘ways of working’ 
Individual ambition & proactivity enables 




Personal service enables customer satisfaction Efficient mass production enables cost 
minimisation 
Manufacturing adaptability enables custom-
made products 
Competiveness enables short term results 
Collaboration enables cross-functional 
alignment 
 
Uncertainty avoidance (low) Uncertainty avoidance (high) 
Risk taking enables innovation agenda Precision and detail orientation enables 
complex process implementation 
Lack of rules enables quick adaptation to 
market opportunities 
Insight & data enables low risk decisions 
Short-term orientation Long-term orientation 
Sense of urgency enables opportunistic wins Patience and future mindset enables market 
development 
Internal focus enables bottom line growth Investment in capabilities enables sustainable 
growth 
 External perspective enables strong position in 
the market 
Source: Hofstede’s (1994). 
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In looking at diversity in international management teams it is important not to focus 
exclusively on the issue of cultural differences. In a recent Cranfield Executive Competences 
survey which examined management teams on a pan-European basis Kakabadsemade the 
obersavation that: 
To differing degrees, the same sorts of problems are shared across different nation states. 
The skill is not to be blinded by national parochial differences. Attention should be given to 
applying those levers that are required to focus on attaining business goals. 




The issue of diversity, however, also needs to extend to consideration of diversity in personal 
styles and behaviour. In a team setting Belbinhas demonstrated quite clearly the value of 
diversity in team role and style in underpinning effective team performance. 
2.3 Building cultural understanding and awareness 
Hofstede proposed a general framework for building the competences required for operating 
in a cross-cultural basis. This may be summarized as: 
1. Building awareness 
o Of own culture; 
o Of cultural differences. 
2. Developing knowledge: 
o Of the impact of cultural differences; 
o Of the relative strengths and weaknesses of different cultures in a managerial 
setting. 
3. Building skills: 
o Identifying the impact of different cultural settings for managerial problems 
adapting behaviors to achieve effective results in different cultural settings. 
Adler points out that, in practice, it is through working on real problems and issues in a 
multicultural setting using a structured framework that skills and understanding are developed. It 
is in this practical setting that the benefits of diversity may be realized. 
The need for such a practical approach and framework is reinforced in a study of European 
managers carried out by Kakabadse and Myers. Furthermore, their study highlights the 
importance of developing skills in a team context and recommends development in actual teams 
designed to: 
 Build cohesion and consistency in team working; 
 Develop a shared vision and understanding; 
 Establish quality dialogue between members; 
 Establish feedback mechanisms to review and improve team processes. 
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2.4 International Recruitment Assignment Selection 
It is with the hope that by greater understanding towards various underpinning issues of 
international assignment failures, MNCs would be able to learn from the lessons of their 
predecessors and be able to implement effective measures towards ensuring the success of 
candidate selection. Tung (1981) has identified the following 4 main criteria of a 
successfulinternational assignment selection process: - 
2.4.1 Technical competency 
Technical competency was viewed as the most critical criterion due to the fact that the 
expatriate will be located at some distance from the HQ where technical consultation would not 
be immediately available, should the need arises. Hence, the expatriate is expected to possess 
sound technical know-how and be able to independently handle technical issues during his 
overseas assignment. 
2.4.2 Personal traits 
As the ability to understand diverse culture, effectively interact with people of diverse 
nationality and ethnic background would ensure smooth transition of an expatriate’s international 
assignment, the expatriate’s ability to live and work under a value system, beliefs, manners and 
way of conducting business which may greatly differ from the expatriate’s own would not be 
seen as an issue under such circumstance. 
In other words, the expatriate is required to possess a certain degree of cultural toughness 
such as the ability to withstand cultural shock, past work experiences with diverse cultures, 
previous overseas travel history, knowledge of host country language, etc. (MBA Knowledge 
Base) and be able to withstand the initial cultural shock and be expected to be able to solve 
problems within different frameworks in the host country. 
2.4.3 Ability to cope with environment variables  
In addition to understanding the domestic context of PESTLE (Political Economic Social 
Technological Legal Environment), an expatriate is expected to possess sound understanding on 
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the macro environment from the host country, especially the political, legal or socioeconomic 
aspects in order to effectively integrate the MNC’s daily and strategic direction with the host 
country. The ability of expatriate’s sound PESTLE understanding not only facilitates 
international assignment, it will also serve as an added strength for effective strategy formulation 
in the host country.  
2.4.4 Family situation  
The ability of the expatriate’s family, especially the spouse or partner to positively adjust 
in a foreign environment has often become an increasingly important issue. Adding to the 
complexity would be the issue of dual-career couples, i.e. the expatriate’s partner has to give up 
his or her career in support of the other’s international assignment. Other selection criteria for 
international assignment are also commonly considered by MNCs (MBA Knowledge Base): -  
2.4.5 Leadership ability  
International expatriate assignment often involves expatriate holding key management 
position who becomes a role model in the host country by default due to position seniority, the 
candidate’s ability to display mature and positive leadership as well as his or her ability to 
influence the subordinates is often considered as one of the crucial criterion.  
2.4.6 Physical & emotional health  
MNCs often struggle to strive for the right balance between an expatriate’s health and 
experience, as studies showed that younger managers (who are usually healthier by nature) are 
more eager for international assignments. But on the other hand, their lack of management 
expertise and the required sound technical skills often question MNCs whether these young 
managers are the right candidates for such an important international assignment. 
2.4.7 Motivation for international assignment  
It is of the opinion that global managers must be genuinely motivated to believe in the 
importance of such overseas assignment. Additionally, global managers must genuinely believe 
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that such international assignment opportunity would increase his or her chance for promotion, 
improve financial status, etc. 
2.5 Developing a framework for building effective international management teams 
It would seem, from the above review that a framework for developing effective international 
management teams needs to draw together: 
 Processes for understanding, valuing and leveraging cultural diversity; 
 Understanding and leveraging diversity in individual style and behavior; 
 Understanding about factors relating to effective team performance. 
The first two of these points have already been examined. However, it is important not to 
lose sight of what has been learned in a broader sense about the factors associated with effective 
team performance. 
The factors relating to effective team performance have been the subject of considerable 
investigation. Much of the evidence is either case study based or "anecdotal". However, a 
number of broadly common themes emerge which have been reinforced in two comparatively 
recent studies.  
One of these studies involved an examination of teams in a diverse range of multinational 
and UK organizations identified their following factors which were correlated with effective 
team performance: 
 Team Balance; 
 Leadership Behavior; 
 Inter-team Working; 
 Overcoming Hurdles; 
 Autonomy; 





 Full Circle Feedback. 
In an earlier study, Higgs and Rowland (1992)identified the following elements which were 
found to be determinants of effective management team performance in a major multinational's 
international project teams: 
 a shared understanding of and commitment to team goals and objectives; 
 clear and shared understanding of each team member's role and contribution 
 recognition of the value of diversity in style, expertise and contribution; 
 Effective pooling of knowledge and skills. 
The factors emerging from these studies indicate that the framework for developing effective 
international management teams needs to address: 
 Team purpose/charter; 
 Objectives; 
 Values; 
 Team member roles; 
 Team working process. 
Combining these requirements with cross-cultural considerations may be achieved by a 
framework which addresses both the "what" in terms of content and focus of the team working 
and the "how" in terms of style and working processes. Such a framework is summarized in 
Figure 1. 
This framework has been found to be effective in practice. The building of the team around 
the need to address hard and specific business issues provides a clear context for examining the 
cultural and process elements of performance. Being able to anchor all activities and 
developments to hard deliverables provides focus for developing and applying understanding and 
helps to provide a clear and unifying goal for the team. In practice we have found that the 
achievement of the business-related result reinforces the process understanding and learning 
which has taken place within the team. 
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2.5.1 Embedding team development 
While the framework outlined briefly above can be valuable in building a specific team 
the overall issues reviewed in this article require a more concerted organization-wide approach. 
For many organizations the move to build multicultural management teams and leverage the 
ensuing diversity represents a major change. As such it may be worth viewing the process within 
the context of the change management framework first proposed by Lewin (2005). Figure 2 
summarizes a potential overall framework for building more effective multinational management 
teams using Lewin's model. 
 
 





Figure 2. Managing the change to multicultural team working 
Source: Lewin, 2005, 
Reach high performance levels more rapidly and consistently. This in turn can help organizations 
build global capability and competitive advantage. 
2.5.2 Defying Borders  
International business is not a recent phenomenon; nor is international HRM a product of 
the 20th or 21st century. The Assyrians, Phoenicians, Greeks, and Romans all engaged in 
extensive cross-border trade. There is evidence that Assyrian commercial organizations 
operating shortly after 2000 BC already had many of the traits of modern multinational 
companies, complete with head offices and branches, clear hierarchy, foreign employees, value-
adding activities in multiple regions, and a drive to find new resources and markets. Roman 
organizations spanning Asia, Africa, and Europe are often heralded as the first global companies 
in that they covered the whole of the known world. 
Empire building was the primary goal of Roman-style international expansion, with 
commerce a by-product of the need to clothe and feed the dispersed garrisons. For centuries the 
dividing line between conquest and exchange, for instance the Viking raids of the early Middle 
Ages, remained fuzzy. Even in the first half of the 20th century, internationalization was still 
closely associated with empires and colonization, and gunboats were often not far behind the 
merchants’ ships. So when can we situate the birth of international companies? 
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Business historians often refer to the European and American companies of the 19th century as 
early versions of today’s multinationals. However, some go back further, arguing that the real 
pioneers of international business were the 16th- and 17th-century trading companies the English 
and Dutch East India companies, the Muscovy Company, the Hudson’s Bay Company, and the 
Royal African Company. 
2.6 International Operations in the Preindustrial Era 
The early trading companies exchanged merchandise and services across continents and had 
a geographical spread to rival today’s multinational firms. They signed on crews and chartered 
ships, and engaged the services of experts with skills in trade negotiations and foreign languages, 
capable of assessing the quality of goods and determining how they should be handled and 
loaded. These companies were obliged to delegate considerable responsibility to local 
representatives running their operations in faraway countries, which created a new challenge: 
How could local managers be encouraged to use their discretionary powers to the best advantage 
of the company? The trading companies had to develop control structures and systems to monitor 
the behavior of their scattered agents. 
Distance makes control more difficult. This was particularly true in an era when the means of 
transport and communication were inseparable and slow.  
The risks of opportunistic behavior loomed large. Initially, companies demanded not only 
accounts but also written records of decisions and notification of compliance with directives 
from home. However, the high volume of transactions then led to the creation of administrative 
units to process receipts and accounts and to handle correspondence at the home office. By the 
mid-18
th
 century, the Dutch and English East India companies each employed over 350 salaried 
staff involved in office administration.  
Establishing formal rules and procedures was one way of exercising control, but this did not 
eliminate the temptations of opportunistic behavior for those far from the center. Other control 
measures were therefore developed, such as employment contracts. These stipulated that 
managers would work hard and in the interests of the company. Failure to do so could lead to 
reprimand or dismissal. Setting performance measures was the next step. These included the 
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ratio of capital to tonnage, the amount of outstanding credit on advance contracts, whether ships 
sailed on time, and the care taken in loading mixed cargoes. 
Systems were also installed to provide additional information about employees’ behavior and 
activities. Ships were staffed with pursers, ships’ captains were rewarded for detecting illegal 
goods, and private correspondence was read to minimize the risk of violations. In addition, bonds 
were often required from managers as insurance against private trade. However, there were also 
generous financial incentives, such as remuneration packages comprising a fixed cash 
component and a sizable bonus. Such a mix of control approaches was not far from 
contemporary methods used to evaluate and reward managerial performance in large 
multinationals. 
And three regions (North America, Europe, and Japan). They discovered that these 
companies seemed to have followed one of three internationalization paths, which they called 
“administrative heritage”:  
 One path emphasized responsiveness to local conditions, leading to what they called a 
“multinational enterprise” and what we prefer to call multidomestic (we use the term 
multinational in its generic sense, as a firm with operations in multiple countries). This 
led to a decentralized federation of local firms led by entrepreneurs who enjoyed a high 
degree of strategic freedom and organizational autonomy. Close to their customers and 
with strong links to the local infrastructure, the subsidiaries were seen almost as 
indigenous companies. The strength of the multidomestic approach was local 
responsiveness, and some European firms, such as Unilever and Philips, and ITT in the 
United States, embodied this approach.  
 A second path to internationalization was that of the “global” firm, typified by US 
corporations such as Ford and Japanese enterprises such as Matsushita and NEC. Since 
the term global as used by Bartlett and Ghoshal is now, just like the term multinational, 
commonly applied to any large firm competing globally, in this book we prefer to call 
such a firm the mega national firm. Here, worldwide facilities are typically centralized in 
the parent country, products are standardized, and overseas operations are considered as 
delivery pipelines to access international markets. The global hub maintains tight control 
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over strategic decisions, resources, and information. The competitive strength of the 
meganational firm comes from efficiencies of scale and cost. 
 Some companies appeared to have taken a third route, a variant on the meganational path. 
Like the meganational, their facilities were located at the center. But the competitive 
strength of these “international” firms85 was their ability to transfer expertise to less 
advanced overseas environments, allowing local units more discretion in adapting 
products and services. They were also capable of capturing learning from such local 
initiatives and then transferring it back to the central R&D and marketing departments, 
from where it was reexported to other foreign units. The “international” enterprise was 
thus a tightly coordinated federation of local units, controlled by sophisticated 
management systems and corporate staffs. Some American and European firms, such as 
Ericsson, fit this pattern, heralding the growing concern with global knowledge 
management. 
More and more Canadian-based companies are conducting their business in other countries. 
Huge global companies like Noranda, Labatt’s, and Molson’s have long had extensive overseas 
operations. Global changes such as the rapid development of demand in the Pacific Rim and 
other areas of the world means that business success depends on the ability to market and 
manage overseas. 
Of course, to foreign companies like Toyota, Canada is “overseas,” and thousands of foreign 
firms already have thriving operations in Canada. 
Increasingly, companies must be managed globally, which confronts managers with several 
challenges. 
First, the number of their employees abroad has increased. With more employees abroad, HR 
departments have had to tackle new global challenges. 
Three broad global HR challenges that have emerged are as follows: 
 Deployment. Getting the right skills to where they are needed in the organization 
regardless of geographical location. 
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 Knowledge and innovation dissemination. Spreading state-of-the art knowledge and 
practices throughout the organization regardless of where they originate. 
  Identifying and developing talent on a global basis. Identifying who has the ability to 
function effectively in a global organization and developing these abilities.  
Dealing with such challenges means that most employers have had to develop HR policies and 
procedures just for handling global assignments. From a practical point of view, one has to 
address issues such as:  
1. Candidate identification, assessment, and selection. In addition to the required 
technical and business skills, key traits to consider for global assignments include, for instance: 
cultural sensitivity, interpersonal skills, and flexibility. 
2. Cost projections. The average cost of sending an employee and family on an overseas 
assignment is reportedly between three and five times the employee’s pre-departure salary; as a 
result, quantifying total costs for a global assignment and deciding whether to use an expatriate 
or a local employee are essential in the budgeting process. 
3. Assignment letters. The assignee’s specific job requirements and associated pay will 
have to be documented and formally communicated in an assignment letter. 
4. Compensation, benefits, and tax programs. There are many ways in which to 
compensate employees who are transferred abroad, given the vast differences in living expenses 
around the world. 
5. Relocation assistance. The assignee will probably have to be assisted with such matters 
as maintenance of the person’s home and automobiles, shipment and storage of household goods, 
and so forth. 
6. Family support. Cultural orientation, educational assistance, and emergency provisions 
are just some of the matters to be addressed before the family is sent abroad. 
That is just the tip of the iceberg. Cross-cultural, technical, and language training 
programs will probably be required. The complex and differentiated tapestry of labour laws and 
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rules from country to country and provisions for assimilating the expatriate when he or she 
returns home are some of the other issues that must be addressed. 
It is increasingly common for technology to be used to assist with global relocation. A 
WorldatWork survey found that 92 percent of expatriates say that the Internet is critical to their 
lives, and 96 percent say they use it daily. In future, it is expected that “relocation stores” will 
appear on the Internet, set up by relocation companies for corporations and consumers to access 
for help with career services, cross-cultural training, stress management. 
Second, sending employees abroad and managing HR globally is complicated by the 
nature of the countries into which many firms are expanding. 
Employers today are not just transferring employees into the relatively familiar 
surroundings of industrialized nations. For example, identifies 7 of the 15 countries chosen most 
often by 192 HR managers “as among the three countries they see emerging as assignment 
locations for their organizations. 
Notice the range of HR-related challenges that an employer can expect when assigning 
employees in some of these countries. In China, for instance, special insurance should cover 
emergency evacuations for serious health problems; telephone communication can be a “severe 
handicap” in Russia; and the compensation plan for employees in Mexico may have to deal with 
an inflation rate that approaches 52 percent per year. 
2.7 How Intercountry Differences Affect HRM  
To a large extent, companies operating only within Canada’s borders have the luxury of 
dealing with a relatively limited set of economic, cultural, and legal variables, as Canada is 
basically a capitalist competitive society. A company that is operating multiple businesses 
abroad is generally not blessed with such relative homogeneity. For example, minimum legally 
mandated holidays may range from none in the United Kingdom to five weeks per year in 
Luxembourg. 
Another troubling issue is the need for tight security and terrorism awareness training for 
employees sent to countries such as Colombia, where kidnapping of foreign executives is 
commonplace. The management of the HR function in multinational companies is complicated 
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enormously by the need to adapt HR policies and procedures to the differences among countries 
in which each subsidiary is based. The following are some intercountry differences that demand 
such adaptation. Cultural Factors: Wide ranging cultural differences from country to country 
demand corresponding differences in HR practices among a company’s foreign subsidiaries. The 
cultural norms of the Far East and the importance there of the patriarchal system affect the 
typical Japanese worker’s view of his or her relationship to an employer as well as influence how 
that person works. Japanese workers have often come to expect lifetime employment in return 
for their loyalty, for instance. As well, incentive plans in Japan tend to focus on the work group, 
while in the West the more usual prescription is still to focus on individual worker incentives. 
A well-known study by Professor Geert Hofstede underscores other international cultural 
differences. Hofstede says that societies differ first in power distance; in other words, they differ 
in the extent to which the less powerful members of institutions accept and expect that power 
will be distributed unequally. Individualism versus collectivism refers to the degree to which ties 
between individuals are normally loose rather than close. In more individualistic countries, “all 
members are expected to look after themselves and their immediate families.” Individualistic 
countries include Canada and the United States. Collectivist countries include Indonesia and 
Pakistan. Masculinity versus femininity refers, said Hofstede, to the extent to which society 
values assertiveness (“masculinity”) versus caring (what he called “femininity”). Japan and 
Austria ranked high in masculinity; Denmark and Chile ranked low. 
Such intercountry cultural differences have several HR implications. First, they suggest the 
need for adapting HR practices such as selection testing and pay plans to local cultural norms. 
They also suggest that HR staff members in a foreign subsidiary are best drawn from host-
country citizens. A high degree of sensitivity and empathy for the cultural and attitudinal 
demands of coworkers is always important when selecting employees to staff overseas 
operations. As one expert puts it, “An HR staff member who shares the employee’s cultural 
background is more likely to be sensitive to the employee’s needs and expectations in the 
workplace and is thus more likely to manage the company successfully. 
Economic Factors: Differences in economic systems among countries also translate into 
intercountry differences in HR practices. In free enterprise systems, for instance, the need for 
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efficiency tends to favors HR policies that value productivity, efficient workers, and staff cutting 
where market forces dictate.  
Moving along the scale toward more socialist systems, HR practices tend to shift toward 
preventing unemployment, even at the expense of sacrificing efficiency. 
Labour Cost Factors: Differences in labour costs may also produce differences in HR 
practices. High labour costs can require a focus on efficiency, for instance, and on HR practices 
(like pay-for-performance) aimed at improving employee performance. Intercountry differences 
in labour costs are substantial. For example, hourly compensation costs in U.S. dollars for 
production workers in manufacturing recently ranged from a high of $25.56 in Germany to a low 
of $2.65 in Mexico. Wide gaps also exist in hours worked. For example, workers in Portugal 
average about 1980 hours of work annually, while workers in Germany average 1648 hours. 
Employees in Europe generally receive four weeks of vacation as compared with two or three 
weeks in Canada. 
Industrial Relations Factors: Industrial relations, and specifically the relationship between the 
worker, the union, and the employer, vary dramatically from country to country and have an 
enormous impact on HRM practices. In Germany, for instance, codetermination is the rule. Here, 
employees have the legal right to a voice in setting company policies.15 On the other hand, in 
many other countries; the state interferes little in the relations between employers and unions. 
Intercountry variations in culture, economic systems, labour costs, and industrial relations 
systems complicate the task of selecting, training, and managing employees abroad. These 
variations result in corresponding differences in management styles and practices from country 





Figure 3. Emerging Destinations for Foreign Assignments 
Source: Adapted from Global Workforce, January 1998, pp. 18-21. 
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Repatriation, the process of moving back to the parent company and country from the 
foreign assignment, means returning one’s family to familiar surroundings and old friends. The 
returning employee all too often discovers, however, that in many respects his or her employer 
has ignored the manager’s career and personal needs. 
Several repatriation problems are very common. One is the expatriate’s fear that he or she 
has been “out of sight, out of mind” during an extended foreign stay and has thus lost touch with 
the parent firm’s culture, top executives, and those responsible for the firm’s management 
selection processes. Such fears can be well founded, as many repatriates are temporarily placed 
in mediocre or makeshift jobs. Ironically, the company often undervalues the cross-cultural skills 
acquired abroad, and the international posting becomes a career-limiting, rather than career-
enhancing, move. Perhaps more exasperating is the discovery that some of the expatriate’s 
former colleagues have been more rapidly promoted whiles he or she was overseas. Even the 
expatriate’s family may undergo a sort of reverse culture shock, as spouse and children face the 
often daunting task of picking up old friendships and habits or starting schools anew upon their 
return. Expatriates who experience problems fitting back into the organization often leave, and 
the firm loses a valuable resource. 
Progressive multinationals anticipate and avoid these problems by taking a number of sensible 
steps. These can be summarized as follows: 
1. Write repatriation agreements. Many firms use repatriation agreements, which 
guarantee in writing that the international assignee will not be kept abroad longer than some 
period (such as five years), and that on return he or she will be given a mutually acceptable job. 
2. Assign a sponsor. The employee should be assigned a sponsor, such as a senior 
manager at the parent firm’s home office. This person’s role is to keep the employee apprised of 
significant company events and changes back home, to monitor his or her career interests, and to 
nominate the person to be considered for key openings when the expatriate is ready to come 
home. 
3. Provide career counselling. Provide formal career counselling sessions to ensure that 
the repatriate’s job assignments upon return will meet his or her needs. 
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4. Keep communication open. Keep the expatriate “plugged in” to home-office business 
affairs through management meetings around the world, frequent home leave combined with 
stays at headquarters to work on specific problems, and regularly scheduled meetings at 
headquarters. 
5. Offer financial support. Many firms pay real estate and legal fees and help the 
expatriate to rent or in some other way to maintain his or her residence, so that the repatriate and 
his or her family can actually return “home. 
6. Develop reorientation programs. Finally, provide the repatriate and his or her family 
with a reorientation program to facilitate the adjustment back into the home culture. 
7. Build in return trips. One study concluded that, particularly when they come from a more 
homogeneous culture (in this case Finland) and are sent to a more “novel” culture, expatriates 
can benefit from more frequent trips to the home country “to ensure that expatriates stay in touch 
with home country norms and changes during their international assignment.” 
2.8 Features of International Business 
The nature and characteristics or features of international business are: 
 
Figure 4, Hodgetts, Richard International Management  New York: McGraw Hill, 2000. 
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2.9 Types of International Personnel 
In this section, we will look at the main categories of international employees, discuss 
their respective advantages and disadvantages, and present the various types of assignments for 
employees from the organization’s country of origin. 
 
2.10 Strategic Management of International Assignments 
Many companies are sending employees and managers abroad to implement their global 
strategies and to control or coordinate their far-flung subsidiaries. But sending managers abroad 
is very expensive. Black and Gregersen(1992) showed that expatriates cost two to three times 
what they would in an equivalent position back home. Moreover, between 10 and 20 percent of 
the expatriates come back before the end of their contract because they could not adjust to the 
job or to the country. Among those who stay in their position abroad, one-third do not perform 
up to their supervisor’s expectations. International managers constitute a crucial and competitive 
resource for multinationals, a resource that needs to be managed and developed. Value created 
by international assignments depends on the way they are planned and managed. Basing 
themselves on the literature and on interviews with international HR managers, Waxin (2006).et 
al.11 propose a model for the strategic management of international assignments. This model 
comprises eight steps: (1) strategic planning and job analysis, (2) recruitment, (3) selection, (4) 
preparation for the transfer, (5) adjustment and organizational support, (6) evaluation and 
performance management, (7) Compensation and (8) repatriation and retention. 
 
Figure .model for the Strategic management of international assignments 
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2.10.1 Strategic Planning and Job Analysis 
According to Waxin (2006).et al., the first step consists in establishing, for each 
international assignment (1) the goals, (2) the job description, (3) the job specification and (4) 
the ownership for the responsibility of managing the full expatriation/repatriation cycle. Firstly, 
the goals of each international assignment must be specified, and their strategic value must be 
determined with regard to the organization’s strategic objectives. What are the assignment’s 
goals? (Increase the organizational performance, train local employees, transfer the head office’s 
organizational culture toward a subsidiary, solve a technical problem, launch a new product, 
etc.). Which of these objectives are directly linked with the organization’s strategic objectives? 
Dowling and Welch distinguish between hard, soft and contextual job goals. Hard goals are 
objective, quantifiable, and can be directly measured (e.g., return on investment or market share). 
Soft goals tend to be relationship- or trait–based, like leadership style or interpersonal skills. 
Contextual goals attempt to take into consideration factors that result from the situation in which 
performance occurs, like arbitrary transfer pricing or other financial tools for transactions 
between subsidiaries to minimize foreign risk exposure. Job goals will be translated later on into 
performance appraisal criteria so specificity and measurability are essential. 
2.10.2 Recruitment  
The main objectives of international recruitment are (1) elaborating waysand techniques 
which will allow the organization to attract a sufficientnumber of motivated and qualified 
international candidates, (2) identifyingcandidates susceptible to filling foreign positions at the 
lowest possible cost,and (3) increasing the pool of international candidates at the lowest 
possiblecost, anticipating for the organization’s future needs in personnel. The majordecisions at 
this step regard the sources and the methods of recruitment. 
Recruitment Sources. The first decision to be made is whether to recruit internally or externally. 
In spite of the external recruitment possibility, it is welldocumented that the majority of firms 
depend almost exclusively on internalrecruitment for foreign positions, especially for their 
expatriate’s positions.This preferred recruitment option can be found even in local markets 






2.10.3 Selection  
The main objectives of the selection process are (1) enabling the companyand the 
employee to determine whether the candidate possesses the competencies and motivation to 
successfully accomplish his or her international assignment, (2) minimizing the risk of 
assignment failure and the relatedcosts, and (3) assigning candidates to suitable positions, thus 
maximizingthe organization’s and the candidate’s benefit. Because of the specificity 
andimplications of the task the expatriate will have to perform, multinationalcompanies should 
ensure that they have an appropriate selection process forinternational assignments. We will now 
take a closer look at the selectioncriteria, the choice of the evaluators and the selection methods. 
Selection Criteria. In theory, the choice of selection criteria for internationalemployees is based 
on an analysis of the characteristics of the multinational,those of the subsidiary, the host country, 
and the position to fill. 
2.10.4 Preparation to Transfer 
When an appropriate candidate has been selected for an international assignment, he or she 
must get prepared to face the challenges of the new position. The purpose of the preparation step 
is to provide the expatriates with allthe necessary elements that will help them succeed during 
the international assignment by facilitating their adjustment in the host country and allowingthem 
to work efficiently throughout the duration of their contract. Theoptions company can use 
include organizing preliminary visits, providingpractical assistance to the international 
employees, providing language andcross-cultural training. 
2.10.5 Adjustment 
Once the expatriate lands in the location of assignment, he or she needsfurther support 
from the company to adjust as quickly and smoothly aspossible in the new job and in the new 
environment. Also, since the expatriateis supposed to come back to the home country after the 
realization ofhis mission, the company must also keep links with the expatriate so thatthe 
employee does not suffer from the out-of-sight, out-of-mind syndrome.Furthermore, maybe even 
more than the expatriate, the spouse needs alsosupport. First, we will define the notion of 
adjustment and present theadjustment model and the expatriates’ adjustment factors. We will 





2.10.6 Performance Appraisal 
The evaluation serves several purposes: development, evaluation of the employee’s 
contribution, give grounds to administrative decisions regarding, for instance, compensation and 
promotions. Individual performance management involves a formal process of goal setting, 
performance appraisal, and feedback. When designing a performance appraisal system, at least 
four elements should be taken into account: the objectives of the organization, the staffing 
perspective, the internationalization strategies, and the particularities of the local context. The 
difficulties and specificities of performance appraisal in an international context come from the 
possible conflict between global and subsidiary objectives, the problem of no comparability of 
data between subsidiaries, the volatility of the international market, and the variable levels of 
market maturity. Further, it is important to reconcile the tension between the need for universal 
appraisal standards with specificobjectives in local units, and to recognize that more time may be 
needed toachieve results in markets which enjoy little supporting infrastructure fromthe parent 
company. The principal challenges related to the performanceevaluation of the expatriates are 
the determination of the evaluation criteria,the choice of the evaluators, and the delivery of 
timely and culturallysensitive feedback. 
2.10.7 Compensation 
The objectives of an effective compensation system are to attract and retain quality 
people for global assignments and to motivate them to an acceptable and ever-improving 
standard of performance. Total pay packages have four components: the base salary, taxes, 
benefits, and allowances. Three standard methods are regularly utilized by multinational 
companies to determine the base salary of their international employees: the balance sheet (or 
home based) approach, the local market (or host based) approach and the international approach. 
Then, different kinds of allowances are meant to compensate particular troubles related to the 
relocation. Finally, taxes and benefits have to be fixed. 
2.10.8 Repatriation and Retention 
The repatriation is the activity of bringing the expatriate back to thehome organization. 
Although it is now widely recognized by managers andacademics that repatriation needs careful 
managing, this step is generallyneglected. In this section, we will examine the different problems 
faced byrepatriates, then we will discuss some retention issues and finally we will seehow 
organizations could build an effective repatriation system 
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2.11 Empirical Review 
In the global business community, there is a pressing concern regarding how to develop 
geographically dispersed global human resource (HR) leaders in a manner that provides global 
HR practices that are tailored to local business practices, host country laws, and cross-cultural 
diversity (Friedman, 2007; Morris et al., 2009). More pressing to the HR management (HRM) 
field is how to transform HR into a core business process that can achieve the financial outcomes 
that positively affect bottom-line results and stakeholder satisfaction. A review of the current 
literature does not reveal an abundance of advances or proven practices that work best for 
international HRM (IHRM) because further studies and research are necessary to bridge theory 
and practice. The researcher selected IHRM as a topic to further broaden his perspective with the 
addition of new information, case studies, global issues, and further implications for HR 
practitioners. The researcher discovered that IHRM is ever-changing; it is in a constant state of 
transformation and refinement to accommodate the host country’s rules and business practices. 
Indeed, it is due to the nature of IHRM (global implications, cultural diversity, and local 
practices) that the topic and practice warrants increased focus and attention by society, HR, and 
management scholar-practitioners. The U.S. and its global neighbors are in an economic crisis, 
and the future appears uncertain. As organizations compete for consumers, they are discovering 
that they must take the fight to their competitor’s homeland. Thus, HR leaders’ catalyst for this 
approach becomes a growth strategy in which global HR practices are implemented across 
borders. It then becomes vital for HR practitioners to transform HR into global core business 
processes that change with the practices, laws, and values held by that host country’s potential 
employees and customers. 
 
2.12 Issues in International Human Resource Management 
 “Global firms often struggle to replicate practices among their culturally and 
geographically dispersed subsidiaries. Part of the reason for this is that certain practices, 
including human resource management (HRM) practices, are complex and context specific” 
(Morris et al., 2009, p. 293). The aforementioned quotation highlights a critical point that is 
connected to several issues surrounding IHRM. IHRM issues include successful replication of 
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IHRM practices across geographically dispersed global countries (Morris et al., 2009), global 
talent management (Geigle&Malhotra, 2009; Gordon, 2010; Silzer& Dowell, 2010), and cultural 
diversity (Scroggins & Benson, 2010). In addition, other HRM practices affected by business 
growth strategies include rewards, compensation, and the union (Friedman, 2007).  
 
2.13 Replication of IHRM Practices across Global Boundaries  
As previously mentioned, multinational companies (MNCs) are experiencing difficulties 
in their attempts to replicate IHRM practices across global boundaries (Morris et al., 2009). The 
researcher believes that the reason behind these replication issues lies in the lack of foresight and 
planning capabilities of MNCs regarding the complex yet valuable human element (human 
resources). If one was to reflect on the previous research studies and case studies, it could be 
concluded that once the global HR leader is on the ground within the host country, the next 
required steps include an analysis of strengths, weaknesses, opportunities, and threats (SWOT 
analysis), as well as planning that integrates local practices and customs (Friedman, 2007) into 
IHRM strategy. Morris et al. (2009) define replication as imitating a best practice in a different 
country. Studies also demonstrate that HR practice replication is a catalyst for and critical to 
organizational goals. Furthermore, MNCs that are capable of replicating practices on a global 
level with precision and consistency achieve a competitive advantage (Friedman, 2007). For 
example, Deutsche Bank AG pursued a growth strategy and included HR in its strategic planning 
as the bank expanded across 68 countries. The bank transformed its HR function, identified and 
incorporated limited use of new HR competencies from the US, utilized metrics, globally 
transformed the function of HR, and initiated a global information system (Friedman, 2007). The 
aforementioned example illustrates how MNCs must approach the replication of IHRM practices 
through careful planning, learning, and execution. It is also apparent that MNCs that are based in 
the US could benefit from the growth strategy employed by Deutsche Bank AG. Equally 
interesting are the past arguments put forth by the knowledge replication literature and the 
transformation of knowledge replication into relevant HR issues (Morris et al., 2009). Lee and 
Wu (2010) acknowledged that the rapid pace of global competition can be leveraged with skillful 
execution of knowledge management. International firms are networks that generate information 
and then transfer this knowledge to several integrated areas within and between MNCs. The 
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steps involved in the knowledge transfer (KT) between MNCs are a critical point of knowledge 
management. However, KT increases in difficulty with an increase in geographical and cultural 
distances. As a result, education partnerships are viewed as a means to enhance sustainability. 
When knowledge management upgrades HR staff competency, the HR staff then enhances its 
ability to provide strategic direction as business partners. However, many MNCs are unable to 
adopt new tools and management opportunities due to inertia or an absence of absorptive 
capacity. It also appears that learning before executing is not fully embraced, and MNCs 
occasionally fail to properly invest in developing absorptive capacity. Absorptive capacity 
prepares a MNC to skillfully acquire and execute external and internal knowledge, which in turn 
impacts its ability to adjust to a changing environment (thus increasing its competitive position). 
Knowledge is codified as explicit and tacit. Explicit knowledge is defined as “the accumulated 
practical skill or expertise that allows one to do something smoothly and efficiently; and 
information which accommodates more explicit dimensions of knowledge” (Lee & Wu, 2010, p. 
120). In contrast, tacit knowledge is grounded in experience, behavior, passion, dedication, and 
work ethic (Lee & Wu, 2010). Factors that impact KT in MNCs are technology, procedures, and 
systems. Technology can enhance KT by increasing an individual’s reach beyond formal 
communication (i.e., Internet, email, and video conferencing). Systems and procedures enhance 
KT only if they are appropriate, accurate, and accessible. Successful KT also requires systems, 
methods, and procedures. Finally, culture forms assumptions about which knowledge is worth 
exchanging, defines relationships between individual and organizational knowledge, and 
determines who is expected to control specific knowledge as well as who must share it (Lee & 
Wu, 2010). 
Lee and Wu (2010) stressed that KT are exchanges of knowledge between the source and a 
recipient. The aforementioned transfer has no value if the recipient does not utilize the new 
knowledge. However, the KT has the potential to transform the recipient’s behavior. 
Communication between MNCs also facilitates the flow of knowledge within MNCs. These 
knowledge flows can be identified as either objective or experiential (explicit or tacit 
knowledge). In addition, objective or explicit knowledge can be explained either verbally or in 
writing and can be transmitted in formal, systematic language. In contrast, experiential or tacit 
knowledge is implicit, nonverbal, and difficult to transfer to others because it is embedded in 
individual experiences and involves beliefs, perspectives, and values. The aforementioned two 
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forms of knowledge require different vehicles of transfer. Experiential or tacit knowledge can be 
best exploited through the global transfer of managers and global teams. In contrast, explicit or 
objective knowledge is transferred via written or electronic methods. These methods are capable 
of transferring large amounts of information that would otherwise not be possible through face-
to-face interaction. For example, comprehensive training for business and cross-cultural training 
in a specific host country before and after the overseas assignment exploits explicit or objective 
knowledge (Geigle&Malhotra, 2009). In addition, MNCs vary in their ability to process and 
replicate new knowledge gained from external sources. The aforementioned knowledge is 
labeled as “absorptive capacity” and is defined as the ability to see value in new external 
information and to apply it to business strategy (Lee & Wu, 2010).  
 
2.14 Global Talent Management  
As companies around the world develop strategies for expansion in a time of uncertain 
economic recovery, there are growing concerns regarding talent recruitment within emerging 
markets (China Business Newsweekly, 2010). The researcher agrees with these concerns because 
the U.S. economy went into a downward spiral that led to the Great Recession after the terrorist 
attacks of September 11, 2001. In the aftermath, many companies encountered a changing 
playing field with new and stronger competitors on the other side of the world. Historically, 
American businesses were able to exercise their option to buy talent in India and China primarily 
because of the low cost of labor. However, the economies in India and China have changed from 
low- to high-skilled business processes, and this shift can be attributed to both countries training 
and graduating large numbers of technicians each year (Gordon, 2010). However, approximately 
10-20% of these graduates meet international prerequisites; neither of these countries has high-
quality global or regional education accreditation (Gordon, 2010; Kapoor, 2011). Both countries 
have also executed strategies to attract talented individuals back to their homeland to fill talent 
gaps. As a result, global organizations that link their growth strategy to global talent management 
will also have to work on their global recruitment strategy to attract, hire, and retain the local 
talent in their respective host countries. Organizations that engage in growth strategies across 
global borders must orient their talent management initiatives toward supporting global 
expansion. The reality of India and China engaging in a global talent management strategy is no 
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surprise; similarly developing countries follow a similar trend of improving upon this strategy 
(Gordon, 2010). The domestic and global talent supplies are dwindling (Kapoor, 2011), and 
competition for talent is on the rise. Thus, corporations must build organizational capabilities for 
successful global expansion strategy execution (Silzer& Dowell, 2010). The researcher believes 
that the following specific talent management initiatives would strengthen a global expansion 
strategy: 1) develop high potential and build global talent leadership bench strength; 2) build a 
global database of talent profiles; and 3) equip potential expatriates with tools to increase their 
chances of global success. Developing and building the global talent leadership bench strength of 
successors supports the strategy for global expansion and must be linked to the talent 
management function. In addition, building bench strength for critical global leadership positions 
in support of a growth strategy also creates opportunities for talent development and enhances 
the capabilities of high-potential individuals (Silzer& Dowell, 2010). One example of aligning 
strategy with the talent management function can be observed in Proctor & Gamble. Proctor & 
Gamble aligned its talent function management to its strategy for growth; as a result, the 
company acquired the talent that was required to lead its joint venture. The organization’s 
actions had a transforming effect because developing the capacity for global expansion resulted 
in the identification of qualified candidates in less than one day (Ready & Conger, 2007). 
Furthermore, the researcher believes that bench strength of at least three and no more than five 
highpotential successors must be identified and stored in a global database of talent profiles for 
future use. 
2.14.1 Equipping Potential Expatriates with Tools to Increase Chances of Global 
Success  
With the shift towards more responsibility for employee development, there are several 
tools that HR professionals can use to help turn employees into successful global talent. The first 
tool is an evaluation of psychological issues, such as emotional maturity, adaptive and flexible 
thinking, expatriate experience, languages, openness to various cultures, the ability to learn new 
customs and traditions, and family support (Geigle&Malhotra, 2009). A second item that HR 
professionals can provide is comprehensive training for business and cross-cultural training for a 
specific host country before and after overseas assignments (Geigle&Malhotra, 2009). Such 
training also assists the organization in executing knowledge management through integration. 
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Integration occurs when a task is transformed into a core business process (Silzer& Dowell, 
2010). The Society for Human Resource Management (SHRM) adds credibility to Geigle and 
Malhotra’s research on training that educates and supports global talent when adapting to 
different cultures. HR professionals can also provide increased support for the spouse and family 
of the expatriate in the form of language training, education assistance, and elder care (SHRM, 
2010).  
 
2.15 Cultural Diversity  
“The ability to implement best practices in a way that is acceptable in local situations and 
create alignment across different cultural and business environments is, in part, the domain of 
HRM” (Friedman, 2007, p. 164). Cultural differences across international borders create 
execution problems for global HR managers (Kapoor, 2011) and require the alignment of HR 
practices with leadership support. These cultural differences also call on HR to step forward as a 
strategic partner. One method that global HR leaders can use to address and overcome potential 
execution problems is through a deeper understanding of culture, individual cultural competency, 
and crosscultural competence. Barrera (2010) placed a strong emphasis on the role of cultural 
differences and misunderstandings as reasons behind the high failure rates of mergers and 
acquisitions. The handling of intercultural issues by a MNC is correlated with the performance of 
the merger in the post-integration stage and long-term success or failure. Culture is defined as the 
result of human interactions in which people meet, communicate, and interact. Another avenue to 
define culture is to say that it is comprised of expected ways of thinking, feeling, and reacting, 
which are acquired and transmitted using symbols that are the unique accomplishments of groups 
of people. Furthermore, at its center, culture is made up of tradition, ideas, and attached values. 
Essentially, people are not aware of how their cultures influence their behaviors, habits, and 
customs. Personality, self-expression, thoughts, movements, problem solving, and planning can 
be linked to a person’s culture (Barrera, 2010). Individual cultural competency refers to the 
dispositions of people that are influenced by early social and cultural experiences, as well as 
group communication. Culture molds individual goals, business goals, inter- and intra-cultural 
interactions, conflict management, behaviors, and communication. There have been several 
instances in which universal applications of management theory resulted in disaster for seasoned 
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MNCs because the leaders did not address the unclear nature of the preconceived policy 
guidelines. Interestingly, American analytic thinking and rationality has experienced global 
successes within the technology field. However, this success may be attributed to the universal 
rules that are being widely applied as technologies work according to the same rules everywhere. 
However, universal rules become outdated and require adjustments when applied to interactions 
between different cultures (Barrera, 2010). In addition, social interactions utilize common ways 
of processing information among people who interact with each other and influence how these 
people conduct business and manage affairs across cultural boundaries. Achieving cross-cultural 
competence requires that people lower their defenses, tolerate new ideas and beliefs, and practice 
behaviors that may feel unfamiliar. Cross-cultural competence also requires an open mind and 
the ability accept alternate perspectives. In addition, cross-cultural competence may require 
changing what people think and say and how people behave (Barrera, 2010).There are three vital 
elements that are necessary to develop crosscultural competence: self-awareness, knowledge of 
each culture, and skills that enable the individual to engage in successful interactions. However, 
complete cultural competence is only achieved when people who have been privileged recognize 
that their privileged status is based on systems that disadvantage others (and such people work 
against those systems). 
The researcher believes that developing and implementing cross-cultural competence is a 
sound investment in human capital that supports business strategy (Silzer& Dowell, 2010). 
However, cross-cultural competence involves more than recruiting diverse leadership, language 
training, or diversity training. Cross-cultural competence involves the creation of an atmosphere 
of inclusiveness that distinguishes organizations that have reached the level of cross-cultural 
competency. In addition, the researcher believes that MNCs could more accurately identify 
global training needs by conducting assessments of cultural competency within and between 
their organizations (Barrera, 2010).  
 
2.16 Global Compensation, Global Benefits, and Global Labor Relations  
Cultural differences and international countries vary in distance, local customs, politics, and 
laws (Barrera, 2010; Friedman, 2007; Kapoor, 2011), and HR practices must be tailored to 
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country-specific requirements. For example, in India, computer programmers earn $10 per hour 
compared with $60 per hour made by computer programmers in the US. The amount of 
severance pay differs widely across countries and ranges from one week for each year worked in 
the US (Friedman, 2007) to 28 weeks for workers with 10 years of tenure in Spain (The World 
Bank Group, 2013). In addition, global benefit surcharges vary greatly and range from an 
average of 37% in the US to 70% in France, and allowances for vacation time vary from two 
weeks in the US to five weeks in several European countries. The other areas of HRM that are 
impacted by globalization include compensation, benefits, and labor relations (Friedman, 2007). 
It can be expected that expatriate compensation and benefits (hazard/travel pay and cost of 
living) are provided in detail and are higher than what is offered in the employee’s home 
country. Areas of compensation that motivate and retain employees in different countries change 
because of cultural differences and local situations. In addition, strategically aligning 
compensation in global organizations is challenging because of variations in employee pay 
expectations and perceptions of pay fairness. A global compensation strategy combined with 
local responsiveness is strongly suggested because of the differences in countries and cultural 
aspects of the global environment. Labor union participation and power differ across countries 
and range from 0% in China to 12.5% in the US to 53% in Italy. Furthermore, the nature of 
unionism varies greatly across borders. In the US, unions collectively bargain over wages, 
benefits, and terms of employment. In contrast, European unions and work councils focus on 
political causes, holidays, and family leave (Friedman, 2007).  
 
2.17 Growth Strategy and the Role of Human Resource Management 
 “The increasing prevalence of globalization is driven by a number of features, including 
shortage of talent in developed countries, availability of low cost labor and growing consumers 
in developing countries, and technological progress” (Kapoor, 2011, p. 2). US-based 
organizations are attempting to remain profitable in light of the pressures of globalization. New 
entrants into the global competition arena and the war for talent have transferred global pressures 
onto global HR practitioners. These HR practitioners must take on increased ambassador and 
change agent roles to successfully align their organization’s goals with the HR practices of the 
local area and those across the globe (Friedman, 2007). Thus, HR leaders must deploy across 
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borders as their organizations grow. In addition, HR leaders must take on four roles: strategic 
partner, change agent, administrative expert, and employee champion (Friedman, 2007; Ulrich, 
Allen, Brockbank, Younger, & Nyman, 2009). Because HRM practices do not translate across 
different cultures, laws, and countries, HR roles are influenced in their execution, and there are 
global and cultural implications for each HR role (Friedman, 2007).  
 
2.18 Strategic Partner, Change Agent, Administrative Expert, and Employee 
Champion  
The strategic partner role requires HR leaders to align HR practices with strategic business 
goals. The deliverable for this role is an executed strategy that creates value as seen by major 
stakeholders, investors, line managers, and workers. The global challenges for this role include 
assisting leaders with global mergers and acquisitions, balancing the need to transfer best 
practices from the home country with the need to adopt local practices, increasing IHRM 
planning sophistication, helping leaders build worldwide organizational capabilities, and creating 
alignment across borders, cultures, and languages. The second role, change agent, delivers a 
renewed organization that is more competitive. To achieve and sustain a competitive advantage, 
corporations must adapt to inevitable changes in the competitive landscape, government 
regulations, and global economy. 
The global challenges for this role include helping leaders create a global organization vision, 
mission, and objectives; creating a sense of urgency, a need for change, and alignment among 
diverse populations; communicating effectively across cultures and languages; and facilitating 
change that considers cultural differences and local customs (Friedman, 2007). The third role, 
administrative expert, delivers efficient processes (e.g., compensation, benefits, talent 
management, and training) that exploit new technologies and improved methods. A sound 
knowledge of the HRM field coupled with technical knowledge enables HR leaders to identify 
opportunities that add value. The global challenges for this role include reengineering the value 
creation process to maximize efficiency; managing off-shoring processes; recruiting and 
selecting employees globally in a timely and cost-efficient manner; managing the high cost of 
expatriation; providing efficient training programs; and globally managing processes, such as 
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compensation and benefits. The fourth role, employee champion, maximizes worker contribution 
and commitment in two ways. First, HR leaders listen and respond to worker needs with 
available resources. Concerns of employees vary daily (e.g., issues with coworkers, career 
development, discipline, and alleged discrimination). Second, HRM practices increase workers’ 
knowledge, skill, and ability to contribute to company goals. The global challenges for this role 
include assessing global training needs, establishing an international HR, succession, and career 
development system, increasing sensitivity to cultural differences, increasing knowledge of local 
employment laws and practices, ensuring expatiate safety, and meeting global employee 



















Chapter III  
RESEARCH METHOD  
 
3.1 Research Types 
Research type is exploratoryresearch. Exploratory research helps determine the best research 
design, data collection method and selection of subjects. It should draw definitive conclusions 
only with extreme caution. Given its fundamental nature, exploratory research often concludes 
that a perceived problem does not actually exist. Exploratory research is not typically 
generalizable to the population at large. The results of exploratory research are not usually useful 
for decision-making by themselves, but they can provide significant insight into a given 
situation. The research of this study is categorized as Qualitative method. 
 According to (Pfeffer, 1982), qualitative methods are usually used in the study procedure. 
Qualitative researchers aim to gather an in-depth understanding of human behavior and the 
reasons that govern such behavior. The qualitative method investigates the why and how of 
decision making, not just what, where, when. Hence, smaller but focused samples are more often 
used than large samples. In the conventional view, qualitative methods produce information only 
on the particular cases studied, and any more general conclusions are only propositions 
(informed assertions). 
According to Gill and Johnson (2002) there are different research types, which can be 
classified according to: 
 The purpose of the research or the reason beyond conducting the research (exploratory, 
descriptive, analytical or predictive research). 
 The process of the research or the way of collecting and analyzing the data (qualitative or 
quantitative research). 
 The logic of the research or whether the research is moving from the general to the 
specific or vice versa (deductive or inductive research). 
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 The outcome of the research or whether the research is attempting to solve a particular 
problem or make a general contribution to knowledge (applied or theoretical). 
A research approach is a broad process under which the researcher is able to conduct 
research and produce results. The common research types are qualitative and quantitative. This 
classification defines how the data are processed and analysed in the research approach. 
3.2 Qualitative research 
According to Cresswell (1994), a qualitative study can be defined as an investigative process 
of understanding a particular issue or problem which comes in many forms, such as building 
complex, holistic pictures formed with words, reporting detailed views of informants, and 
importantly conducting these in a natural setting. 
Morgan and Smircich (1980) point out that qualitative research is an approach rather than a 
particular set of techniques, and its appropriateness derives from the nature of the social 
phenomena that is being explored in the study. 
Qualitative inquiry employs different knowledge claims, strategies of inquiry, and methods 
of data collection and analysis. Although the processes are similar, qualitative procedures rely on 
text and image data, have unique steps in data analysis and draw on diverse strategies of inquiry. 
(Creswell, 2003, p.179) 
Creswell (1994) states that qualitative researchers focus primarily on the research process, 
rather than the outcomes; they are more interested in the meaning of how people make sense of 
their lives and experiences. Denzin and Lincoln (2005) acknowledge that qualitative research is 
difficult to define clearly. They argue that: 
The word qualitative implies an emphasis on the qualities of entities and on processes and 
meanings that are not experimentally examined or measured (if measured at all) in terms 
of quantity, amount, intensity, or frequency. (Denzin and Lincoln, 2005, p. 10) 
Holliday (2002) notes that qualitative research is increasingly used in both academic and 
professional areas: Silverman (2001) distinguishes between quantitative and qualitative, saying 
qualitative data is soft, flexible, subjective, political, used in case studies, speculative and 
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grounded theory. In contrast, quantitative data is hard, fixed, objective, value-free, used in 
surveys, hypothesis testing, and abstract. 
The great contributions of qualitative research are the culturally specific and contextually 
rich data it produces. (Mack, et al., 2005, p.vi) 
3.3 Population and Sample  
Populations in this research are the International Managers in Misurata city/Libya. The 
workforce encompasses Seventy  managerbefore the war in Libya after the war only Thirteen left 
in misurata. Bless, Higson-Smith and Sithole(2013). Defined population as the complete set of 
events, people or things to which the research findings are to be applied. In this study, the 
research population constituted of International Managers. To successfully conduct the research. 
3.4 Data Source:  
In this study, data sources used in the report, has been through a personal interview with 
international managers, I've prepared some questions related to issues of subject and was sent to 
my friend in Misuratahis name is Mohammed Alhbhab a graduate of the Faculty of Arts 
specialization English and has two years of experience in Turkish consulate in Misurata, and 
then we prepared for the meetings with those international managers in Misurata and they were 
sixmanagers, Their names are: Mr. Omer Aorkearn (Turkish), Mr.YoshiYosarahar (Japanese), 
Mr. Mahdi Mehmet Aydin (Turkish), and Mr.AndereiBosulhuv (Ukrainian), Mr.DemetriBoyko 
(Ukrainian), and Miss.SteveniaBulshinko ( Ukrainian). 
3.5 Data Collected & Analysis 
After completing interviews with six international managers in the city of Misurata, the 
friend sent me information and then I had to arrange this information, and collected it all, and 
make sure recipe invitees and then searching all goals and problems related in this research in 
order to match the methodology of this research plan also analysis this data by the searching of 







RESULT AND DISCUSSION 
 
4.1 Introduction  
Specializes in human resources management to find and train, develop and motivate 
employees, after they have identified a goal to be accomplished and work, and distributed it to 
work and his responsibilities to workers. This is usually at the local level, but complicated by the 
emergence of the issue of international organizations (multinational), due to the emergence of 
new variables, one of the most important of these variables is the huge number of multi-national 
staff, and the second is the dispersion and the spread of working in multiple geographic regions 
and different countries. 
Although recognizing that the human element is the most important for any organization 
element, whether operates locally or in an international, because it is capable of exploiting the 
various other factors of production optimal exploitation element, but we cannot overlook the 
impact of the environment on this race, we can say that the environment a key role in the success 
of the Director in the performance of his duties. 
Hence the importance of attention to managers in the international environment, person 
resounding success may succeed in its management of the organization in the country, but the 
same person may fail miserably in the management representative organization in another 
country. Of course, such behavior is attributed to the effects of the environment. 
Therefore, the selection of managers for jobs in the international environment, rehabilitation 
and training process things properly control efficiency and effective performance of these 
individuals and their organizations. 
It is noted in recent decades, the growing importance of the human element of any 
organization, whether doing business domestically or internationally, even the human element 
and the magnitude of knowledge and qualification of one of the pillars of evaluating companies 
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after it was evaluated limited to the financial aspects become, and the human element is capable 
of exploiting the various other elements of optimal exploitation. While recognizing the 
importance of the human element, we cannot overlook the impact of the environment on this 
race, we can say that the environment a key role in the success of the director in the performance 
of his duties. 
Hence the importance of attention to international managers, a person who works in the 
management of the organization in the country may not work in his administration a similar 
organization in another country, because of the different effects of the environment. 
The importance of human resource management in international organizations: 
 Widening the geographical area that must be managed, this requires manpower on a high 
level of efficiency, able to make important key decisions in isolation from senior 
management. 
 Different social and economic systems in areas where international enterprises doing 
business, which requires the presence of management is able to adapt the organization 
conditions and policies, according to these variables. 
 The international facilities to invest their money in different parts of the world, the 
company displays a lot of investment in those areas, the risk, so it had to have these 
departments and international facilities able to predict the political and economic trends 
and try to extrapolate the results and their impact on the organization. 
 
4.2 Sources access to human resources: 
Success in international work requires the ability and inclination, especially in those who 
support it, and despite the availability of those capabilities and tendencies, but the geographical 
dimension greatly affect the efficiency and effectiveness of these managers, Director of the 
International Company may not be able to wait to review the boss about something cast, may not 
be the president of the parent company in a position to give instructions to the insufficient 




Mr. Omar Aorkeran:  (Turkish) 
 Since when did you start working in Libya and Misurata Specifically?  And are you feeling 
Comfortable Here?  
 We started working here in the year of 2008. We were   Contracted  With  The company  
of  Libyan  Iron  And steel , ( LISCO) which is located in the city of Misurata  ,   We had an 
agreement of constructing of an administrative headquarters and the headquarters of storage,  In  
Indeed  did not expect  That  this company  will be  at this  Size and Misurata  will be so 
welcoming, the company operates a high range of craft and what I liked is that 100/100 of staff 
and administrators  are  Libyans  Which indicates that the company relies of local labors entirely 
this is  one of the world's largest  companies, a company export, import from the Netherlands, 
Turkey, Italy and some Arab countries and the quality of the iron is very high  I think that this 
city,  and Libya possesses all requirements  To become  State  With  Value  .  And, of course  We 
feel  Comfortable  Here  We are living just like Libyans , the Libyan society is very kind and 
warm hearted , we feel just like home because some of culture and religion is the same, so 
Misurata is my second home. ! 
What is required here is to find the people Flies to among the top targets for multinational 
companies and local objectives of the company affiliated with the local conditions. It can 
identify the sources of access to international managers: 
 
4.2.1 Home-Country Nationals 
A lot of international companies prefer to assume key positions in their respective units in 
overseas managers and technicians and experts from the country of origin of these companies.  
The fact that these migrant workers from the mother country experts in the field in which 
they work and they know how it is going to work in the home country understand transferred this 
knowledge to overseas workers well. 
They learn many things from the outside as a culture of people in the foreign country, and 




Acquire knowledge and skills available in the host country and they bring foreign to the 
mother country. 
Ensure the loyalty of these workers, especially in the case of a crisis between the 
international company hosts or between the mother country and the host country and the country. 
The loyalty of these managers of the organization in the event of a dispute between them 
and the local authorities in the host country. 
Ease of communication between the Presidency of the organization and its subordinate 
units abroad, because the parties to the call in this case are based on a single cell (language, 
religion, social customs, etc ...) 
This ensures the quality of the interpretation of the organization's policies, because the 
organization usually is sure of these training managers and familiarity with various key policies. 
In general, we can say that the international companies, whatever their nationality find 
themselves aligned to rely on key managers in the branches between the citizens of the country 
of origin, and in light of the following circumstances: 
 When the new company will be in the field of international operations. 
 If the company has a tendency to create a layer of managers experienced by the two 
presidents in the international field. 
 If the branch or the unit does not have the great independence by its very nature, it is 
necessary to integrate its business almost entirely with major operations in the company. 
 If the work of the Branch or foreign-standing unit with a short time, does not justify the 
considerable efforts of the company in the development of their local administrative 
cadres. 
 If a community in the host country dominated by ethnic or religious divisions, so that 
leads choose a local director of race and religion to expose branch of the hatred of the 





The disadvantages of choosing personnel from the mother country are: 
 Incremental costs resulting from the wide variation (often) in the level of wages between 
the mother country and the host, in addition to the cost of the move, housing, instead of 
alienation. 
 These workers need to adjust and adapt to the new environment and its various 
components. 
 The choice of these workers from the mother country to be employed in the host country 
account, which generates a feeling of dissatisfaction with the last two, because career 
advancement opportunities are limited and perhaps non-existent. 
 
4.2.2 Host-Country Nationals 
With the growing nationalist sentiment among the peoples of the Third World, where he 
practiced the majority of international companies work, however, come the cries of the charge of 
political, economic and social exploitation of the wealth of the host countries by these 
companies, international companies and found that it is incumbent on them to change the method 
of selecting employees from the mother country, depending on the elements of the host country, 
even in key functions. 
That's advantages, including: 
 Easy to accomplish the company's business in the host country, because the managers in 
this case they have full knowledge of the language of the country and its culture. 
 Get rid of the cultural adjustment problem faced by managers and their families for the 
transition from the other environment, which is a major problem for companies. 
 Alleviation of national anti-feeling for the company and its interests in the host country, 
the existence of a local director of the company lifted the top of the section; it gives a 
good impression of the host country. 
 To alleviate the financial burdens resulting from the use of managers coming from the 
country of origin for the company when compared to the cost of the amounts that can be 
paid to managers locally users. 
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 The disadvantage of this choice is the inability of these workers to understand the company's 
policy in the mother country and the nature of their work. 
4.2.3 Third-Country Nationals  
Often choose the managers of foreign branches from among the citizens of the country of 
origin is not feasible, on the other hand find there are many companies that use managers 
branches of the host country accompanied by many problems outlined by studies from the 
following: 
 Unfamiliarity with assets of doing business in the country of origin. 
 Lack of quality education and technical expertise. 
 Loss proactive and daring and the inability to communicate with others successfully. 
 Inability to delegate powers. 
 Inability to plan. 
 Lack of attention to the degree profitability of the project. 
Can be obtained such as these managers through: 
Choice centers in universities, especially those with advanced management systems 
states, so that there is cooperation between universities and the management of international 
companies in the search for graduates suit their qualifications and requirements of the company. 
Use and management consulting offices, where they offer assistance to all international 
managers and multiple companies.Newspapers and magazines, which contains many of the 
major newspapers on special sections to announce the needs of managers of international 
companies, as well as managers who are interested in getting a job. 
This means that employees are selected from a country different from the country of the 
parent company as well as the host country, and are resorting to this option an attempt to get rid 
of some of the disadvantages of the above options such as cost and high national feeling against 




4.3 Challenges facing the managers of human resources management in the country of 
alienation 
Mr Omar. What are the difficulties that you faced in Misurata? 
Well I won’t lie to you by saying I hardly encountered any problem here? But little of this is 
normal you'll find in any country some obstacles small that overcome them easily, we know that 
this country is going through difficult so we forgiven situation, social life here is very 
impressive, which I like from the Islamic point of understanding are moderate people Islamist 
and not militants despite what you are trying means show it to the world media. For me, I see a 
bright future in Libya and I hope Libyans to accelerate the development and trust in themselves. 
Mr. Yoshi: For the Libyans that they people very pleasant for me personally I felt 
comfortable here, we face some problems such as not bring our families here, but in general we 
enjoy much comfort, commercial space and a very broad here and Libyans have a sense of well 
being that may not seem evident because of the mentality of the people non-luxury-loving. But 
they have a lot of money and occupy. 
It can be classified as the challenges facing the international managers in the following form: 
A. Challenging natural environment: 
 Weather and climate. 
 The standard of living and life. 
 Health Care. 
 Educational aspect. 
 Personal interests 
As do our temperature and humidity between the two countries, also falls under this heading 
also the level of services in the country of alienation and the level of health care and away from 
your family, friends, and a lack of certain habits and hobbies. 
B. Social environment of the challenge: 
 The expected behavior of the foreign manager. 
 Culture shock. 
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Because of the cultural differences between the mother country and the country suffers 
alienation alienated from the different values, customs and traditions between him and the 
alienation of society, and therefore it is unable to understand the rules that govern This 
community behavior, putting him at the so-called cultural shock (Culture Shock) after two or 
three months of his arrival in the country of alienation, so in order to overcome these problems, 
the international companies are subjecting candidates for the alienation of the tests the ability to 
adjust and adapt and send them tours of familiarization to the country of expatriation to know 
closely on all environmental components. 
C. Professional challenges: 
 The ability to think in a manner different way, the way of "smaller". 
 Does not rise in the volume of work sub-units to the workload of the main unit. 
Resulting from the different nature of the technologies used in the host from those used in the 
home country of the country, and the poor efficiency of local technicians and administrators, and 
the limited company in terms of size. 
D. Back Challenge: 
 Rising costs. 
 Loss of privileged status. 
 The erosion of social status. 
 Vulnerable to external culture. 
This challenge regard to expatriates who work for a long time in the country of alienation, 
which means difficulty their ability to adapt to the new economic, social and cultural conditions 
in their home country, compared with the past, as they may be exposed to exclude them in jobs is 
important in the parent company due to the significant technological and administrative changes, 
and because of the emergence new human competencies keep pace with the progress and 
development. 
Mr. Yoshi, Do you think that the Japanese will they run their companies here in the future? 
In fact, when you look at the size of the free zone Misurata I think it will be the largest 
free zone in Africa, said the expansion projects planned by the ministry and that seems to be 
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ready to work by the State looks very attractive to investors, and let me tell you something 
Toyota has a widely respected so Japan and most companies like to follow it plans so I guess that 
the Japanese market has a bright future in Libya and all this, of course, depends on the future 
status of Libya .As you know Libya transition difficult now and we see that they are able to 
overcome the situation, in fact I am very saddened to Libyans They are kind people and good 
unfortunately crossing by this situation but also wise people and I hope to the wisdom wake up 
in their hearts. 
Mr. Yoshi, Is there a last word you want to add? 
Yes, thank to Libya, I have learned here a lot of things, they're likable people and wants to 
evolve, and also they like Japanese anime a lot, and that's what I was pleased I've found them say 
a lot of Japanese words, especially of the younger generation seems to be a lot to have this hobby 
and I have friends Libyans Youth with me in the company and look at them sometimes, thanks to 
those who look after us in their country. 
E. Challenges of the relationship of government and the presidency: 
 Additional duties are not found in the main company. 
 Marketing for the company. 
 Meetings and negotiations with government officials and heads of state sometimes. 
 Dealing with government authorities, either directly or indirectly. 
 Competition with other companies. 
 A link between the parent company and the host country. 
 
4.4 The characteristics and qualities of International manager 
Mr. Omar, Did you have any other projects in Libya? Why do you choose to Libya, Misurata 
exactly? 
Sure, we as Turkish we started working in Libya since 1972, the time Libya was the first 
country to open its doors to Turkish companies, thanks to Libya, Turkey managed to be the 
second largest sector of the Contracting in the world, operate our businesses from Europe to 
America and Asia and Libya also big money and that's where Good close relationship between 
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Turkey and Libya, which includes 500 years of Islamic history, you find that engineers Turks do 
not forget this chapter for Libya issue is moral, above all, secondly Libya is a developing country 
which is highly amused to be among the countries this is always what makes presentations to 
renewable that are always attractive for investors, and for Misurata, the first destination for any 
investor is to look to the place or city they are located in a wonderful strategic place overlooking 
the Mediterranean Sea and has a wonderful port operates energetically and consistently and has 
the potential to expand in the future. 
Mr. Yoshi, For me I've dealt with the Libyans in the program carried out by Toyota in 2013, 
a training program is incurring 40 people for maintenance training in the Toyota company has 
found them efficient on the very work and smart and learn quickly, they remind me of the first 
generation, a generation that built Japan, so flour generation and ambitious, they were hard-
working and the success of which impressed all present company. 
There is no full agreement about the characteristics and qualities of international director 
among researchers in the field of human resources management, however, and through review of 
the literature can be summed up these properties including the following: 
1) The ability to adapt to cultural differences. 
2) Independence and self-reliance: and as such an important international manager due 
to lack of reliable staff that surrounds him and appointed by comparison with the 
parent company, which owns a large cadre of professional advisors who provide 
managers with assistance and advice to the country. 
3) The physical and emotional health, which enables the international manager of the 
face of the natural environment challenges mentioned above. 
4) The balance between life on the one hand, and the experience and qualification on 
the other hand, since the reality proved that younger managers are more eager for 
international posts, and more able to cultural adaptations, but in return less 
experience than older managers. To get the desired balance of international 
companies are sending work teams made up of members of different ages. 
5) Language skills: Despite the fact that English is the primary language in international 
business, but that does not negate the importance of learning the language of 
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international managers to the host country (in case if the mother language is not 
English).  
Training and Development put eleven recipes must be provided by the International Director: 
1. Ability to development and use of high-skills strategy. 
2. The ability to manage change and transformation. 
3. Ability to manage cultural diversity. 
4. The ability to design a flexible organizational structure and work within it. 
5. Ability to work in groups and teams. 
6. The ability to communicate. 
7. Ability to learning and knowledge transfer in organizations. 
 
4.4.1 An international business has many options for doing business, it includes: 
1. Exporting goods and services. 
2. Giving license to produce goods in the host country. 
3. Starting a joint venture with a company. 
4. Opening a branch for producing & distributing goods in the host country. 
5. Providing managerial services to companies in the host country. 
 
4.5 Adjustment and adaptation of human resources in the countries of alienation 
As far as the presence of important and vital international manager of the organization that 
works out, it is also a high cost makes it imperative for the organization to maintain a presence 
out as long as possible, so that it can achieve a return on their investment in it. 
It is the experience of international companies in this area of the biggest reasons that lead to 
these companies deprived of their services a lot of international managers, is their inability to 
adapt to living patterns. 
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One of the questions that I pass it in this research was,what do you think are the three most 
important aspects must be taken into account when choosing international managers? Were their 
answers to the question as follows? 
1. The independence of the person and his ability to make the results of a limited capacity. 
2. Sincerity of the parent company. 
3. Technical knowledge of the technical nature of the work that will be assigned to him. 
The same question was also directed to those responsible for the recruitment of international 
companies, about their answers were substantially as follows: 
 Wife’s opinion on the acceptability of the job or not. 
 Sincerity of the parent company. 
 Ability to cultural adaptation. 
Recently, researchers in the field of international human resources management by 
establishing theoretical models help to explain the factors that must be provided in order to adapt 
effectively in international missions, have helped to adapt these to determine the theoretical 
foundation for effective selection of human resources models. The following figure shows an 
example of one of these models 
Show from the foregoing that the international manager as far as what is important and vital 
for an organization that works out, it is also a high cost makes it imperative for the organization 
to maintain a presence out as long as possible so that they can achieve a return on their 
investment in it, and from this perspective it has become the subject of cultural adaptation and 
factors various influencing it ample room for research and study. 
4.5.1 Financial rewards for international managers  
 
1) Health insurance and social security. 
2) Various bonuses. 
3) The cost of living. 
Normally, the aim of international companies behind the financial rewards offered by the 
employees to achieve the following main purpose systems: 
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 Maintain the existing workforce in the company in order to avoid leakage of these powers 
to other companies pay better salaries and benefits. 
 Attract new workforce with high efficiency is achieved with such an order to the 
company of big gains. 
 Exciting individual incentives to work, whether material or moral incentives. 
Theoretical model to explain the adjustment for International human resources  
 
Figure .Adjustment within the country 































Figure .Expectant adjustment 
Source: by author 2015 
As is apparent, there are two major patterns of adaptation of human resources must do them 
when you go on an international mission, the first is an adaptation expectant that performs before 
leaving mother country of individuals, and the second is an adaptation within the country and 
which is implemented on the ground in the host country. 
 
4.6 Responsibilities of the International Human Resource Management: 
4.6.1 Job Analysis, environment and regulation: 
Specializes Position on human resources management to define and describe the position 
to be filled, and the duties of the occupants, and working conditions, and job requirements 
relating to qualification and scientific expertise and communication skills and social, behavioral 
and language, as well as health and physical aspects, stamina and mental requirements; such as 
Individual 
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the ability to observation and agility and the ability to initiative analysis and conclusion and 
make the right decisions at the appropriate times, and all this is very important to know the right 
people for each job.  
As for the organization For Human Resource Management knowledge of organizational 
characteristics that affect performance and style of leadership and supervision required, and the 
degree of centralized decisions, and the extent of the powers conferred by the local director of 
the organization. 
As well as the environment in which the manager will work abroad is essential analysis 
and that means knowing the situation and the variables in the host country, and to what degree is 
similar to the host country environment mother country environment, and to what degree will 
treat foreign director with people from the same original environment. 
 
4.6.2 Polarization: 
Some companies offer the same hassle of searching for human resources and labor are 
buying a local company or involved with, including the managers of experienced and available. 
But this does not work in all cases, the company may find itself forced to make reproaches or 
expansion are faced with the problem of search again. 
There are multiple methods in the search, some international companies leave that task to 
local administrations, or choose from a third country, others Bank of internal information it 
creates records for managers and technicians With efficiency, and there are companies rely on 
advertising agencies catered or (Head Hunters ) and sometimes through informal contacts. 
Then begin a second phase of selection and appointment process which is based on 
interviews and tests for applicants. Some companies have to conduct psychological tests to 
determine the readiness of the candidates and their suitability for international assignments in 





4.6.3 Training:  
In the international sphere can divide the training to training on the technical aspects of 
functional, and training on cultural aspects, showed a survey of 228 international companies that 
cultural training, which can take several forms has become increasingly more prevalent, showed 
the survey the following results:  
 58% of international companies based cultural training program for some expatriates, 
while 42% of companies are doing these programs for all expatriates. 
 91% of the companies are training programs including the expatriate and his wife; of 
which 75% are training programs include children as well. 
 The average duration of cultural training programs are 3 days. 
The most common topics covered cultural training which is: social etiquette (etiquette), 
culture, economy, history, politics, ethics and business conduct. 
The following table shows a model for the development of international managers: 
 
General objectives 
 Increase the effectiveness of 
expatriate managers or returning to 
their homeland. 
 




Defining the problem 
 Internal relations. 
 Foreign affairs. 
 Family relationships 
 Relations with the government of 
the host country. 
 Relations with the presidents of the 
mother company. 
 Relationship with the government 






 Review of the international 
mission conditions. 
 Increase cultural awareness 





Setting goals  Increase knowledge of the 
language of the host country. 
 Increase conflict management 
skills. 
 Reduce problems Homecoming. 
Determine the needs 
Development 
 To what extent has development? feedback 
 
Development Methods 
 Pre-departure training 
• Guidance 
• Regional Study 
• Language Education 
• cultural groups 
• behavioral simulation 
• Case Study 
 Training beyond reach 
• guidance and training 







 Knowledge about the culture of the 
host and his policy, economy and 
law and social factorization 
country. 
 Awareness of the needs and 
expectations of the various 
interested parties and international 
operations. 
 Awareness of the problems of 
family relationships in the host 
country. 
 
Desired outcome  The effectiveness of expatriate 
managers. 
evaluation 
Development method  Back training feedback 
Desired outcome  The effectiveness of managers 
expatriates 
evaluation 
TableIV. Model for the development of international managers 
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4.6.4 Salaries and wages: 
At the international level salaries businesses relatively high salaries for administrators 
and technicians pay the wages compared with their peers in the host country, where delegates 
worth expatriation allowances, housing and others. 
The compensation package can be divided into the following: 
A. Basic salary. 
B.  Allowances insurance 
C. Commissions and allowances incurred by companies’ additional bonuses pay them for 
their work outside their own country in new environmental conditions, as well as housing 
allowances and accommodation. 
D. Bonuses of high cost living. 
 
4.6.5 Performance Evaluation: 
One of the latest performance appraisals is a model to assess where 360 of this model 
includes employee evaluation by customers, suppliers, and subordinates and superiors in the host 
country and the home country as well as the employee's self-evaluation. 
4.6.6 Readjustment of the yield of alienation: 
Previously we mentioned that the return of the expatriate is one of the challenges in the 
international mission. Corporate attention to this aspect and have begun to do several things to 
help managers cope when you return, such as training and cut back the promises and guarantees 
for the continuity of the career of director of expatriate programs. 
International managers constitute valuable resources that organizations do not always use 
to the best of their potential. Further, senior managers assigned to positions in foreign 
subsidiaries do not always live up to their bosses’ expectations. When they succeed in their 
international assignments, they often leave the organization upon returning to their country of 
origin. Organizations can reverse this trend by encouraging managers’ international mobility, 
through better planning of assignments, better recruitment and selection practices for 
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international assignments, better pre-departure preparation, better performance management, and 
better management of the return of their international managers. 
The following challenges are associated with the strategic management of international 
assignments: 
1. Assigning the right kind of international manager to the right position, at the right time. 
2. Designing international HR practices for balancing generic and local needs on the one 
hand, and control, coordination, and autonomy needs on the other. 
3. Establishing balance between global competitiveness and creativeness to the local 
environment’s peculiarities. 
4. Identifying the needs for international personnel with a high degree of precision. 
 
4.7 Functions of International Assignments 
Why use international employees? Reasons vary from one multinational organization to the 
other, but an analysis of the literature suggests that international employees fulfill five major 
roles. The first three roles are tactical in nature: fulfilling a need for a certain type of personnel 
that is not available in the host country, sharing and transferring information, and developing the 
capacities and level of implication of managers within the organization. The other two roles are 
strategic in nature: controlling and coordinating activities. 
4.7.1 Fulfilling a Specific Need for Personnel and Know-how  
The first role of international assignments is to fulfill the insufficient technical and 
managerial competencies in certain countries where the market structure is often characterized 
by a shortage of engineers, senior technicians, and trained managers. 
4.7.2 Sharing and Transferring Knowledge 
Another reason for using international assignments is to share and exchange information. 
A multinational organization can send an expatriate employee in order to better understand a 
subsidiary’s activities in a particular context, to share knowledge regarding a new type of 
equipment or a specific tool, or to communicate elements of its organizational culture, processes, 
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or competencies. Expatriation allows for a rapid and efficient transfer of know-how. The need 
for such an assignment can arise, for instance, when setting up an activity that does not exist in 
the host country. Expatriation then plays a role in the training of the local personnel, until the 
subsidiaries enter a growing phase, who then replaces the expatriate employees in management 
and supervision positions. It is important to note that the knowledge transfer does not only flow 
from the head office to the subsidiaries, but also between the subsidiaries and from the 
subsidiaries toward the head office. According to Black (1992), there are two unique aspects to 
expatriation with regard to information exchange. First, the duration of the assignments, between 
one and five years, allows the collection and transfer of complex information. Secondly, the 
information exchange takes place not only during the expatriation, but also afterward. The 
organization can benefit from the expatriate’s acquired knowledge concerning the foreign 
subsidiaries and integrate that knowledge in the strategic planning and decision-making 
processes. 
 
4.8 Recruitment of International Employees 
The main objectives of international recruitment are (1) elaborating ways and techniques 
which will allow the organization to attract a sufficient number of motivated and qualified 
international candidates, (2) identifying candidates susceptible to filling foreign positions at the 
lowest possible cost, and (3) increasing the pool of international candidates at the lowest possible 
cost, anticipating for the organization’s future needs in personnel. The major decisions at this 
step regard the sources and the methods of recruitment. 
Recruitment Sources. The first decision to be made is whether to recruitinternally or 
externally. In spite of the external recruitment possibility, it is well documented that the majority 
of firms depend almost exclusively on internal recruitment for foreign positions, especially for 
their expatriate’s positions. This preferred recruitment option can be found even in local markets 
where there is plenty of skilled labor. Why is there not a greater emphasis on external 
recruitment? The answer has to do with the strategic value of the international assignment. 
Internal recruitment is justified if the strategic purpose of the assignment is coordination or 
control of operations. However, in the case of learning units, for example when the subsidiary 
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acquires and develops new resources that may be later exported to other parts of the 
organization, recruiting from the external market can be more appropriate. 
Recruitment Methods. The second decision to be made regards the choice of the 
recruitment methods. The major internal recruitment methods for international positions are 
(international) job posting and utilization of internal databases. To enable the company to 
identify suitable internal expatriates candidates, HR departments need to build global databases 
that include data on potential candidates, their work experience, performance, skills, availability, 
and their preferences regarding a potential international assignment: where he or she would be 
interested in working, in what capacity, and on what sort of projects. For example, Tetra pack 
developed their “Management Planning and Development” centralized database which contains 
the profile of over thousands high potential employees and which is updated once a year. This 
database is consultable by the HR directors’ community and can be used to support the 
expatriates’ recruitment process. 
 
4.9 Managing manager’s Families Assignments  
Support for the Family. The spouse is the most likely person to suffer as a consequence of an 
international assignment, especially if he or she gave up his or her work to follow the assignee 
and is not re employed in the new location.  
So the company should help the spouse to develop his or her personal network. For example, 
the company could bring the spouses of expatriates together or encourage the spouses of other 
employees to take an interest in the newly relocated spouse and provide him/her with 
information about the neighborhood, the local activities, and serve as a source of new friendship. 
Language courses should be provided for the spouses during the assignment, since they will 
have frequent contacts with the local population when accomplishing the basic tasks of 
household, going shopping, or dealing with the school. A language skill is the factor that most 
influences the ability of the spouse to rebuild a personal sense of identity and, as a result, 
achieves greater adjustment. 
The organization should also provide a support for the spouses who want to work in the 
country of assignment, for example by providing a briefing about the local employment 
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conditions and the way to apply. If no job is found, the spouse could be given the opportunity to 
continue education. 
Finally, the children’s adjustment and education are critical issues in the mind of most 
expatriate parents. The company must make sure that the children will be able to attend a school 
providing a good teaching. In many areas, only private, international, or even boarding schools 
can be considered and the company should take the costs in charge. 
 
4.10 Selection of International Employees 
The main objectives of the selection process are (1) enabling the company and the employee 
to determine whether the candidate possesses the competencies and motivation to successfully 
accomplish his or her international assignment, (2) minimizing the risk of assignment failure and 
the related costs, and (3) assigning candidates to suitable positions, thus maximizing the 
organization’s and the candidate’s benefit. Because of the specificity and implications of the task 
the expatriate will have to perform, multinational companies should ensure that they have an 
appropriate selection process for international assignments. We will now take a closer look at the 
selection criteria, the choice of the evaluators and the selection methods. 
Selection Criteria. In theory, the choice of selection criteria for international employees is 
based on an analysis of the characteristics of the multinational, those of the subsidiary, the host 
country, and the position to fill. 
Choice of Evaluators. Black et al. recommend forming an expatriate selection team which 
includes managers from the country of origin and managers from the host country, as well as a 
representative from the IHRM department. Harris and Brewster 16 note, however, that most of 
the time, the IHRM specialist’s role is limited to that of an advisor, while the actual decision 
istaken by the managers alone. Marchon states that when the expatriation is requested by a 
subsidiary, the selection process is more transparent: the subsidiary, responsible for the selection, 
will make a final selection among several candidates it has chosen. However, when the 
expatriation is deemed necessary by the head office, the subsidiary’s role is often limited to 
approving or rejecting the final choice of the candidate. 
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Selection Methods. Several methods are available, like interviews, psychological tests, 
assessment centers, work simulations or role plays, references, biographical and background data 
and so on. 
The use of formal testing like psychological or relational tests is very limited in the practice 
but according to Harvey they are becoming used more frequently. Finn and Morley cite that 
cultural awareness and adaptability tests are almost never used because they are expensive, 
difficult to construct and interpret, and their reliability is questioned. Forster and Johnsen 
mention that in an international context there are some enormous problems with both suitability 
and comparability of tests for different national groups and cultures. Finally, the same authors 
note that the introduction of these tests encounters resistance from the selectors because this 
could undermine their power and prestige in terms of decision-making. 
Assessment centers are considered costly and time-consuming, but they regroup all the 
methods of evaluation in a single place within a few days. They allow the assessment of the 
communication skills and the adaptability of the candidates as well as their strategic 
competencies. 
References, and biographical and background data are principally used to ensure that the 
applicant has the necessary technical expertise to do the job, and are so less decisive in the 
selection of an expatriate, even if they can be useful to spot a particular candidate. According to 
the authors in IHRM, the best thing to assess a candidate correctly is the use of several different 
techniques and sources of data. 
 
 
4.11 Preparation to Transfer 
When an appropriate candidate has been selected for an international assignment, he or she 
must get prepared to face the challenges of the new position. The purpose of the preparation step 
is to provide the expatriates with all the necessary elements that will help them succeed during 
the international assignment by facilitating their adjustment in the host country and allowing 
them to work efficiently throughout the duration of their contract. The options company can use 
include organizing preliminary visits, providing practical assistance to the international 
employees, providing language and cross-cultural training. 
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Preliminary Visits or Look-see Visits. This is a trip to the host country offered to the 
assignee so that he or she can assess by himself the situation he or she will have to face. This 
option is sometimes used at the end of the selection process so that the candidate can confirm his 
or her acceptance of the position. During this trip the expatriate will finalize the contract and 
settle some issues like finding an accommodation or a school for the children. The expatriate will 
also get an idea about the new work environment. Usually, a preliminary visit includes the 
spouse, sometimes the children. 
Practical Assistance. This aspect of the preparation is to make everything ready for the 
transfer of the expatriate and his family in order to facilitate the settling in. This consists in 
arranging for the visas, for the transportation, finding a new accommodation for the family, new 
schools for the children, if it has not been done during the look-see trip, and so on. Many 
multinationals now use the services of relocation specialists to provide this practical assistance. 
Informing the expatriate on how the transfer will occur and how life in the host country will be 
will reduce the stress related to the uncertainty of the foreign assignment and facilitate the 
adjustment in the new environment. The organization should give adequate notice of the new 
posting given the professional and personal arrangements that the employee will need to make 
before he leaves his home organization and country. 
Language Training. The assignee is taught the language of the region where he or she will 
be sent., language ability facilitates the adjustment in the local environment and enhances 
effectiveness in dealing with foreign counterparts groups including government officials, 
bankers, labor organizations, suppliers, and customers. The rigor of the training should depend 
on the relational aspect of the expatriate’s job. 
Cross-cultural Training. The objective of cross-cultural training is to teach members of one 
culture to interact effectively with members of another culture, and to predispose them to a rapid 
adjustment to their new positions. a cross-cultural psychologist, identifies three methods of 
cross-cultural training: cognitive, affective, and behavioral. The cognitive method corresponds to 
a diffusion of information, using conferences or no participative sessions, in a foreign cultural 
environment. The affective method aims at provoking individual reactions so the subject can 
learn to deal with critical cultural incidents. The behavioral method aims at improving 
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participants’ capacity to adapt to their communication style and to establish positive relationships 
with members of another culture. 
 
4.12 Limitations  
We’ve noticed in the past in this search for international human resources and how to choose the 
managers and the problems and challenges that may face international managers and their 
families in the city of Misurata, 
There is a comparison and selection process among alternatives sources of human resources, as 
is the responsibility of the international human resources management face various challenges in 
a country alienation, and so as enjoyed by members of this administration of the characteristics 
of certain recipes to help them practice their business in that country after that adjust and adapt to 
all variables new environmental. 
As it located it upon them to exercise of public functions for human resources management 
analysis of work and attract employees, training and assessment of their performance and 














CONCLUSION AND RECOMMENDATION  
 
5.1 Conclusions  
 
1. Sources to get the international managers  
Increase human resources management at the level of companies and international business 
and multinational complex compared with the situation in the local companies, as the number of 
branches of foreign companies and independent broad geographical outlast the very large in 
terms of numbers of employees and different in terms of environments, customs and traditions 
and the relationship to work and the level of efficiency and so on. 
To make matters more complex that managers work will be in a different environment 
completely from the mother country environment of legal, social, economic and political aspects, 
which requires the provision of an additional set of skills to external managers is consistent with 
the possibility of achieving compatibility between the supreme interest of their companies and 
the national interests for the host and local working groups of the country. 
Home country nationals:And this term refers to their citizens of countries where there is the 
leadership of the company's headquarters staff. Where international companies retain key 
functions in a foreign company to citizens of the country where the mother this choice reflects 
the importance of knowing the culture of managers selected the parent company, and thus we 
mean its history, its policies, its systems, its mission, its objectives and has accepted practices 
and traditions observed in the presidency. 
Host country nationals:It refers to the employees of the company which is essentially a 





Third country nationals: In some cases, with the cost of a foreign manager and the difficulty 
of a sufficient number of local managers, resorted some companies to choose administrators of 
neutral third country different from the country of the parent company as well as the host 
country, and is usually choose this type of managers from the same geographical area in which 
the foreign company is located , used to be a Turkish manager of the branch of a foreign 
company in Libya, or that choose to appoint a Australia company director Indonesia to run its 
operations in Malaysia . The main advantage of the use of these managers from different 
countries of the world is that the process of acclimatization manager of a third country to be 
much easier than the next acclimated foreign different environment and culture, and the costs of 
his remuneration and compensations and rewards will be less than the wages of the foreign 
manager but little more than a compensation local manager, in addition to the availability of 
sufficient international work experience. 
Expatriates: Considered the performance of the expatriate very important in the success of 
the company, so the international human resources pay much attention to those individuals 
working and looking for them because they have the necessary experience, and it seems this 
concern clear to the facilities offered by the company for them to adapt to life and new work 
culture in the organization, these adaptations are necessary because most of them are leaving 
their homeland and their families to live in the home of another different in terms of social and 
cultural environment in which the behavior and actions of the people of their host country 
 
2. Challenges that international managers faced  
As we mentioned in previous chapters for international managers and the challenges and 
problems they face, I will try to do my summary of some of the points that can help to solve 
these common problems especially if it was a difference between countries. 
The nature of the challenges faced by managers abroad to another person where varying 
capacity in humans in terms of acclimatization of psychological stress and social differ may 
make foreign manager sometimes feel like an exile from his country and suffers from anxiety 




The challenges of the local environment: 
International manager faces great difficulties to adapt to the new atmosphere in terms of 
weather and climate, which often differs from the weather and climate in his native. There is 
another type of challenges facing the international challenges of a manager level of life and 
living, which is often at least level written throughout his life as director. There is also the aspect 
of health care and the education of children and their schools, and there are also the subject away 
from family and friends who are valve psychological safety of the individual in every society, it 
can also add his lack of recreation areas and sports and interests and personal hobbies. 
The challenges of the social environment: 
Director foreigner and his family up to the host country, carrying with him the cultural, 
social and behavioral and customs and traditions inherited from his country of origin, which may 
be different in many cases from those habits, customs, traditions and modes of behavior and 
thinking prevailing in the host country and therefore must be the manager first and his family 
second to adjust and adapt to the social data The new prevailing in the host country, but this may 
take some time Director and foreign members of his family may be exposed through it to some 
of the side social effects uncomfortable for them as a result of their ignorance of the language of 
the country and the inability to substantive communication and construction with workers in the 
company of local and with customers and dealers and with government agencies too. 
Professional and technical challenges: 
Due to the different nature of the technologies used in the host with the country with 
those used in the home country, but poor efficiency technicians and administrators of local 
financial, marketing and commitment controls and systems of work required and skills, and 
because of the limited company in terms of size, the foreign managers face some obstacles as a 
result of new situations that may not be in line with their aspirations and abilities, leading to a 
kind of frustration they have provoked in the end reflected on the overall organization and the 





Challenges in the relationship with local governments and the presidency in the parent company: 
Company size and nature of goods produced and the extent of strategy and vitality of the 
host country which imposes on foreign manager additional responsibilities in terms of the 
development and deepening of social relations with the activities of the main community and 
some government agencies through a lot of meetings and make the necessary negotiations about 
the company and its policies, marketing tactics have and ways to use the national labor and the 
transfer of profits and other.. All this assumes the manager of foreign provides dynamic 
flexibility required and the ability to communicate and good negotiation and to build bridges 
with dealers and government agencies at all levels to ensure the continuation of activity for the 
company in the host country in line with the common interests of all parties. 
Challenges Return: 
The managers who work for a long time in the constrictor countries as representatives the 
parent company may face difficulties and challenges of another kind at the end of their mission 
and return to the motherland. Due to the different economic, social and cultural conditions with 
the past, which leads to the feeling that these managers have been uprooted from their original 
roots, and here they are again returning to cope and adapt to changing their positions again. As 
Director of return facing the issue of disparities in wages and compensation where it is usually 
abroad higher than is the case in his native country putting him to the need to waive the upscale 
lifestyle that was experienced in the host country in material terms at least, as Director of return 
for the low profile is exposed in a corner It is important in the parent company because of a large 
administrative, technical and technological changes due to the emergence of new generations of 
human resources capable of exercising its activity in order to cope with the spirit of progress and 
development. 
 
3. The responsibilities of human recoursemanagement in international companies  
Planning: Concerned with planning international company needs of the workforce in 
quantity and quality so as to ensure the achievement of the company's goals, planning is meant 
specifically in advance of the program of the workforce, has been director of human resources 
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management faces many difficulties and problems as it has not forecasting the needs of the 
company of the necessary workforce to achieve its objectives in future periods. 
Organization: Intended functions of the organization in Human Resource Management is a 
division and determines the duties responsibilities and tasks between individuals, and determine 
the relations linking these responsibilities, then the director of Human Resources Management 
determines the organizational structure of the administration form through the structure of 
relations between the design work, individuals, physical factors in the company.  
Guidance: Intended to guide the efforts of individuals towards achieving the objectives of 
the company have this function fall under several names such as COMMAND, MOTIVATION 
under any name Titles of the objective of this function is to urge individuals to work fully and 
effectively satisfaction. 
Censorship: Control process regarding the organization of activities and coordination 
between them according to the plan specified employment, based on the analysis of the basic 
objectives or activities of the organization, so as to ensure the implementation of the general plan 
of the company efficiently. 
 
4. Families of the international manager 
There are two variables affect the adaptation of the manager globally: the exotic culture and 
adapt the expatriate family. 
-  
5. Adjustment to select the right person for foreign assignments 
To be successful International manager, he has to have the individual and collective and 
organizational qualifications,  As it was the property of the wife and the ability of children to the 
cultural adjustment, It may be the reason behind the issue of the characteristics of this property 
other platform on the issue of psychological satisfaction of the manager and his family contribute 
significantly to the increase motivation to accomplish this work and achievement, which reflects 
the impact of these on the motivation of other properties and increase its effectiveness. 
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5.2 Recommendations  
Suggest recommendation to avoid problems of sources to get international managers and the 
challenges that could face the managers:  
Increase human resources management at the level of companies and international business 
and multinational complex compared with the situation in the local companies, as the number of 
branches of foreign companies and independent broad geographical outlast the very large in 
terms of numbers of employees and different in terms of environments, customs and traditions 
and the relationship to work and the level of efficiency and so on. 
To make matters more complex to work managers will be quite different from the mother 
country environment of legal, social, economic and political aspects of the environment, which 
requires the provision of an additional set of skills to external managers is consistent with the 
possibility of achieving compatibility between the supreme interest of their companies and the 
national interests for the host and local working groups of the country. 
Home Country National:  
Perhaps this application is useful in the early beginnings of the company in the host 
country, but the expansion of its international portfolio led to appoint more citizens of the host 
country in administrative functions. After that be the parent company and the management of its 
branches abroad may already be familiar to new situations and human elements available and 
tested competencies it was possible to count gradually the appointment of local expertise from 
the host country in senior management positions to ensure the creation of proper interaction 
between the mother company's activities and foreign subsidiaries on the one hand and host 
communities and countries and social events, and administrative and economic on the other. 
Host Country National:  
Feature that benefits the company's branch in the recruitment of people of the country: 
they knowing the nature of the country, business and feature in them, speak the local language 
and know the culture of the people of the country and man the employment of these large sums 
of money. And disadvantages that can occur are not these the ability to understand the company's 
policy, and the nature of their work as a form contacts with the senior leadership of the company 
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in his native country and understanding with them because of the different cultures and practices 
that can be difficult because of differences in views on some of the concepts in training, 
achievement, and equality and work ethic and productivity. 
Choose the managers of thehome country's or from the host country: 
assigning managers of the home country  is much higher than the cost of the country 
recruit local managers in view of the wide difference between the wages of the two countries and 
the need to set Add transport and shipping and moving and housing expenses and allowance for 
expatriate manager newcomer to the host country. 
need newcomer Director to the host country adjustment and adaptation to the new 
environment and different components, such an adjustment calls for the passage of a few time 
when efficiency is and productivity is not at the required level, and in the case of his inability to 
adjust, that would befall the company's loss may be significant at a time when not local manager 
needs all these questions on the grounds that he is well aware of the requirements of the local 
environment and deal with them directly and perspective that achieves mutual benefits for the 
foreign company and the community. 
foreigners set and neglect of local managers may lead to local resistance and generates a 
sense of frustration they have because the opportunities for advancement and career 
advancement either limited or non-existent, and at least their giving this if their discontent did 
not lead to tarnish the image of the international company in front of the local public opinion and 
thus exposed to political risks and measures of impact negative impact on the performance. 
Third Country National:  
The primary advantage of using these managers from different countries of the world is 
that the process of acclimatization manager of a third country to be much easier than the next 
acclimated foreign different environment and culture, and the costs of his remuneration and 
compensations and rewards will be less than the wages of the foreign manager but little more 





Specific factors that may be selected International Managers:  
1. Competencies and expertise available to the candidates to fill senior management 
positions and skills. 
2. Content of the career record of the candidate and performance levels and promotions that 
he has obtained. 
3. Ability to cope and adapt to social, legal and cultural conditions, and the possibility of 
achieving good communication and create a positive interaction with the surrounding 
environment. 
4. The desire of the candidate and his ability and his family to work in the international 
environment, and hold them to the conditions of the possibility of new work and away 
from home, especially if the new environment quite different from the familiar local 
environment. 
Avoid the challenges facing the international managers: 
Local environment challenges: We can overcome these problems by building a private 
complexes Communities residing in the host country include all entertainment, for example: 
foreign schools scattered in Libya, which contain US schools taught American curriculum in 
addition to the spread of the branches of US schools in all countries of the world. These 
measures have prevented foreign alienation managers and make it work in an environment 
similar to the work environment in his native. 
Social environment challenges: Therefore, in order to overcome all these issues we can 
do subjecting the candidates from individuals to assume positions in the new tests the ability to 
adjust and adapt and respond to new environmental data environments, in addition to sending 
them familiarization tours to the country in order to get acquainted with all the environmental 
components. 
Back to their challenges: This kind of challenges facing managers returning from alienation 
can be overcome through the development of training programs to help expatriates and making 
their lives better and expectations about life easier and realistic in the home, as well as some of 
the strategies developed and called the transition and transformation strategies that help return 
home to cope and adapt comfortable. 
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To avoid most of these problems, we can do some guidance in this regard, including: 
1. Written agreement sets things when back home: this ensures that the yield lifespan 
abroad specific -5 years, for example - and ensures that when he will return after he will 
get the right job. 
2. Identifying the sponsor or underwriter: where should the expatriate employee identifies a 
guarantor or guarantor, and the guarantor of this concern for the interests of his mission 
be alienated at home, and this makes the expatriate familiar with and aware of the events. 
Also it mentions that the guarantor of Directors on behalf of the expatriate and his needs 
and makes it of interest constantly. 
3. Make the lines calls open: to ensure the expatriate continue with the main center and can 
be done by attending regular meetings are held the head office of the company mother's 
work. 
4. Trips to the motherland: When the expatriate goes to a new culture, it must be organized 
trips being able to return to the motherland from time to time, so be aware of any changes 
that may occur while working abroad. 
5. Training courses for international director to make his consciousness about the country 
that his going to work (Knowledge about thealienation country) and the customs and 
traditions and how their living, climate and environment department there. 
 
Managing international assignments for the manager’s families:  
o Accept the wife's new job, which will be conducted by her husband from the start. 
o The wife starts to train herself to learn some culture of the people in host country. 
o Provide privet schools for children. 
o The standard of living will be better for the family abroad. 
o Company search opinion women with regard to choose her husband for the job 
externally. 
o The family can adapt to unfamiliar culture has in the host country. 
o Health insurance for the family. 
o Recreational trips to the families of international managers. 
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Select the right manager for foreign assignment: 
The international manager must have these characteristics:  
1. Improves adapt to different business environments. 
2. Keeping in touch and deal effectively with people from different cultures. 
3. Must be sensitive to and aware of the differences in foreign cultures to customers, 
suppliers and competitors. 
4. Understands and respects the beliefs and different values and practices. 
5. Speaks more than one language. 
6. Understand the different systems of government and political controls. 
7. Convey and express respect in dealing with others. 
8. It has a high expertise in their respective fields. 
We could get that manager training and international development  
There are four levels of training and international development: 
 First level: the impact of training on cultural differences and increase awareness of the 
candidate to work these differences and its impact on his work. 
 Second level: the impact of training on the tendencies and trends (positive / negative) on 
the behavior of the form in which it can interact with foreigners subordinates. 
 Level III: Provide the candidate to work real knowledge and expertise of the host 
countries and the nature of the demographics of cultural, social, cognitive and 
technological level and the level of economic capacity. 
 Fourth level: Acquisition candidate for work-related skills by learning the language and 
the ability to adapt to new environmental conditions and variables. 
In the end, we find that human resources management at the level of companies and 
international business and multinational increasingly complex as compared with the situation in 
the local companies, it is the essential ingredient of any action, and many of the companies are 
considered human resources as assets, the most valuable, and this trend is what made the 
identification of the company's resource requirements international training and development of 
human skills and experience and motivate and compensate them very important and must be 
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practiced through a specialized department is the International human Resource Management. 
From here I want to offer some suggestions for the next researcher by using quantitative research 
to study more about the international managers in Libya. 
From here we can get some answers that can help us in the inventory problems and 
challenges facing the international managers in Libya and the discovery of causes and 
disadvantages of international companies that do not care about their managers by not giving 
them some training courses before they leave their home country going to a host country. There 
is a comparison and selection process among alternatives sources of human resources, as is the 
responsibility of the international human resources management face various challenges in a 
country alienation, and so as enjoyed by members of this administration of the characteristics of 
certain recipes to help them practice their business in that country after that adjust and adapt to 
all variables new environmental.As it located it upon their self’s to exercise of public functions 
for human resources management analysis of work and attract employees, training and 
assessment of their performance and determine their salaries and rehabilitation to return to their 
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